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ABSTRACT

An abstract of the dissertation of Nanette Lucia Yragui for the Doctor of
Philosophy in Systems Science: Psychology presented June 11, 2008.

Title: Intimate Partner Violence, Supervisor Support and Work Outcomes
for Low-Wage Workers

The workplace is a setting where women in abusive relationships can
potentially access information and support to resolve the violence in their
lives. This study addresses a critical need for data-based knowledge about
how supervisors can effectively support employees experiencing intimate
partner violence. The dissertation study examines supervisor support
congruency (i.e., the match between support wanted and received) and
work outcomes for Latina and non-Latina, abused women. Specifically, I
examine which supervisor support measures best predict work outcomes for
abused, low-wage, employees. In addition, I evaluate the criterion validity
and reliability of a behavioral measure of wanted and received supervisor
support, the Intimate Partner Violence Work Support Assessment (IPVWSA).
Face-to-face interviews were conducted with Spanish-speaking
Latina and English-speaking non-Latina participants aged 18 or older,
currently employed or employed in the past six months, and involved within
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the past year in intimate partner violence relationships (A/= 163). The IPVWSA was examined on dimensions of positive congruent support (PCS,
support wanted and received) and support commission (COM, support not
wanted but received).
Test-retest reliabilities for the dimensions of PCS and COM were .84
and .82, respectively. Positive congruent support predicted job satisfaction
after controlling for hours worked, job tenure, general supervisor support,
and relational demography variables. Higher levels of PCS were associated
with higher job satisfaction (J3 = .23, p = .01) and higher COM was
associated with more job reprimands /{Q, N = 142) = 18.84, p = .02. For an
increase in 10 points of support commission, the odds of receiving a
reprimand were increased 1.37 times.
Findings from the study provide important theoretical and practical
implications which are discussed in light of social support theory and
workplace interventions for IPV. Theoretically, the findings are consistent
with research based on a taxonomy of support that accounts for support
wanted and received (Reynolds & Perrin, 2004). Practically, the IPV-WSA
provides more specific behavioral information on supervisor support match
than that provided from a global measure of supervisor support and,
therefore, is more useful in informing the development of workplace IPV
interventions.
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CHAPTER 1
INTRODUCTION
In the past 40 years, women have emerged as a strong presence in
the labor market. The US Department of Labor (2004) reported 64.7 million
employed women in the US with a projection that women will comprise 47%
of the total workforce in the United States by the year 2012. Many of these
women face barriers to maintaining successful employment. For example,
women may experience poor support for their employment from their
spouse or partner, or even abuse that interferes with their work (Riger,
Ahrens & Blickenstaff, 2000). Even so, low-wage working women
confronting intimate partner violence (IPV) may find that holding and
keeping a job are critical to maintain safety and well-being for themselves
and their children (Browne, Salomon, & Bassuk, 1999; Hondagneu-Sotelo,
1994; Levinson, 1989).
For the purposes of this dissertation study, IPV is defined as a
pattern of coercive control of the intimate partner by another that includes
physical and sexual violence, threats of physical or sexual violence, and
emotional abuse in the context of physical and sexual violence. Intimate
partners include current and former spouses, boyfriends/girlfriends, and
dating partners (Campbell, 2002; CDC, 2003; Saltzman, Fanslow,
McMahon, & Shelley, 2002).
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IPV may contribute to employment difficulties for women by
contributing to job instability through increased absenteeism, higher
voluntary turnover, reduced productivity, or job loss (Browne, Salomon, &
Bassuk, 1999; Raphael, 1996; Riger, Raja, & Camacho, 2002; Swanberg,
Logan, & Macke, 2005; Tolman & Rosen, 2001). Moreover, IPV may result
in long-term consequences such as inconsistent work histories,
underemployment or difficulty obtaining work, access to dignified jobs and
commensurate pay for work in regard to certain or uncertain legal status,
and reduced actual and potential earnings (Browne, Salomon, & Bassuk,
1999; Brush, 2003; Menjivar & Salcido, 2002; Raphael, 2000; Riger,
Ahrens, & Blickenstaff, 2000; Swanberg, Logan, & Macke, 2005; Tolman &
Raphael, 2000).
The 1998 Oregon Domestic Violence Needs Assessment
documented that 80% of Oregon women reporting physical abuse by an
intimate partner in the past year also reported being employed (Glick,
Johnson, & Pham, 2000). In the study, 90% of physically abused women
reported seeking support and protection from others. The most frequently
sought sources for support were family and friends (80%), police (35%),
mental health providers (34%), and supervisors or coworkers (32%). The
workplace, as a source of support for abused women, has the advantage of
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being easily accessible to women whose abusive partners may seek
to isolate them from other sources of support such as family and friends.
The support of a supervisor at work may be a critical factor in
women's ability to retain jobs under the adverse and sometimes chaotic
conditions experienced due to partner violence. Supervisors are often in a
position to determine whether employees can use flexible work
arrangements such as flexible schedules or reduced work load and whether
employees can cover for each other during absences as a result of physical
injury, for example. In addition, supervisors provide information about
workplace policies for IPV and create norms for the use of formal policies
that pertain to workplace issues (Thompson, Beauvais, & Lyness, 1999)
such as IPV.
For the purposes of the current inquiry, I devised an ecological
model for the supervisor and employee relationship as a framework for
conceptualizing intimate partner violence and social support in the
workplace (see Figure 1). Ecological theory is a systems oriented approach
that has demonstrated utility in the area of occupational health (Salazar &
Beaton, 2000) and community psychology.
In the following section, I will elaborate on the ecological theory and
situate the dissertation study within the model. Figure 1 presents the
ecological model below.

Micro-system

Organizational-system

Proximal Processes

Figure 1. The Four Levels of Analyses of the Ecological Framework

IPV
Social
Services

Social/communitysystem

Macro-system
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Ecological Theory for Occupational Health and Community Psychology
The current study constitutes a facet of a larger National Institutes of
Health, National Institute for Nursing Research (NIH NINR) funded
community-based participatory research (CBPR) project. The parent study
is based on a systems ecological approach and assesses the
organizational-system, the social/community-system, and the macro-system
of IPV and workplace culture as a basis for developing interventions in
workplaces to prevent IPV.
An ecological model was specifically designed for use in
occupational settings and will serve as the contextual framework for the
current study. Ecological theory was first used to describe and explain
complex behavior in the 1970s. Bronfenbrenner (1977; Bronfenbrenner &
Morris, 1998) believed that behavior could best be understood if it was
examined in context and that the context could be viewed at various levels.
The basis of the ecological approach is the reciprocal interaction between
the individual and the environment which forms an individual's personal
"ecological niche" or "place" within which behavior and development occurs
(Bronfenbrenner, 1977, Bronfenbrenner & Morris, 1998; Garbarino, 1982).
According to Bronfenbrenner, an individual can be seen as nested in
various layers of social domains that are highly interconnected and
interactive. Figure 1 illustrates the four separate but interacting and nested
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components of the environment that influence the development of
the individual worker: the micro-system, the organizational-system, the
social/community-system, and the macro-system.
The ecological approach goes beyond an investigation of individual
behaviors, beliefs, knowledge, and attitudes and provides a means to
examine the system of complex, dynamic interactions that occur between
humans and their environments. For example, when applying ecological
theory, reducing social and economic disparities is not just a matter of
changing the behaviors of individuals; programs must also target the
multiple influences on behaviors. As previously stated, the parent study
addresses the organizational-system, the social/community-system, and the
macro-system. For the purposes of this study, the main level of influence to
be targeted is the individual or micro-system.
The micro-system is the system that is proximal to the individual, the
level that has the most direct effect on a worker. This level includes the
physical characteristics of the home and work environment, the
characteristics of family members, coworkers and supervisors, the structure
and content of the job, the intrapersonal characteristics, interpersonal
relationships, and the interactions that a worker experiences. The abused
woman's micro-system in a work context includes her coworkers and
supervisor but is very different from the micro-system of her co-workers and
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employer because of the layer of experience she carries due to IPV. Others
in her immediate work environment may become aware of her abusive
relationship if there is evidence of spillover into the workplace through
visible signs of abuse, effects on the quality of her work, through her partner
harassing her at work, or through her disclosure to her supervisor or
coworkers. This awareness, in turn, may lead to a range of positive or
negative supportive responses such as a supervisor providing a flexible
work schedule to a supervisor terminating employment due to an abused
woman's reduced productivity. Research has found that abused women
reported higher job turnover than women who did not experience IPV
(Browne, Salomon, & Bassuk, 1999; Lloyd & Taluc, 1999). Supervisor
responses to IPV can be modified through organizational level interventions
such as improving the organizational climate for support of employee's with
personal troubles.
The organizational-system includes ail of the structures and
functions incorporated in a work organization system. These include the
size of the organization, the work policies, mission, commitment to health
and safety, the organizational culture towards violence, social relationships,
and management styles. In low-wage industries such as service
organizations, workers' pay is often based on productivity, which may be
significantly reduced for some battered women (Browne et al., 1999).
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However, some women find many benefits from the workplace including
financial stability, physical safety, improved self-esteem, social
connectedness, mental respite, and purpose in life (Rothman, Hathaway,
Stidsen & deVries, 2008).
The social/community-system consists of the interrelationships
among various systems within the community in which the organization is
embedded. For employed battered women, the social/community
environment may consist of those she works with and her family. The
abusive partner may attempt to socially isolate her through limiting her
contact with extended family, coworkers, school, church and other social
groups. Further, the social/community-system may include the socialeconomic conditions in the community, the availability of transportation,
supportive social systems, the political and social climate in the community
and the ethnic community. Latina battered women may lack culturally
appropriate domestic violence community resources and experience law
enforcement and health care providers as threatening rather than helpful
when seeking assistance (Dutton, Orloff, & Hass, 2000). Marginalized
Spanish-speaking Latina women risk higher levels of alienation from the
social community environment and may experience greater work, health
and economic disparities as a result.
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The macro-system is the overarching context in which all of the other
levels of the system are encompassed. The macro-system is comprised of
patterns of beliefs, values, societal norms, cultures and traditions that are
reflected in all other levels of the system. It also includes social movements,
governmental regulation, economic policies, and technological trends that
may influence an organization and those within it. For example, recent
welfare-to-work reform may have significant impact on the risk of IPV and
employers' ability to address this problem. State and national occupational
safety regulations also influence development and implementation of
workplace policies. Culture is a part of the macro-system and consists of
the parts of an individual or family that stem from the broader community in
which they are embedded, from the values and beliefs workers may bring
with them as recent immigrants and those maintained by immigrants over
generations. Culture is "an historically transmitted pattern of meanings
embodied in symbols, a system of inherited conceptions expressed in
symbolic form by means of which men communicate, perpetuate, and
develop their knowledge about and attitudes towards life" (Geertz, 1973, p.
89). Culture is likely to be constructed from such factors as language,
degree of acculturation, and treatment in the dominant culture, including
how the boundary is drawn between what is considered normative behavior
in intimate relationships, what is considered abuse and how society
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responds to the problem. For example, perpetrators are typically mandated
by the criminal justice system to attend batterer intervention programs
based on society's prevailing assumptions and theories about masculinity
and violence. Researchers have called for alternative approaches that take
into consideration contextual factors such as class, culture, race, economic
stress and substance abuse (Mankowski, Haaken, & Silvergleid, 2002).
The Dissertation Study
This dissertation study assesses the relationship between supervisor
supportive behaviors for IPV and work outcomes for low-income employees
who have experienced intimate partner violence. The Intimate Partner
Violence Workplace Support Assessment scale (IPV-WSA) assesses the
amount of specific supervisor supportive behaviors for IPV wanted and
received by women experiencing IPV and whether there is a match or
mismatch in support. In addition to examining wanted and received
supervisor support and relationships with work outcomes, the study
assesses the psychometric properties of the supervisor support for IPV
construct through scale development and criterion-related validation with
the prediction of relevant organizational outcomes.
Importance of the Dissertation Study
Accessing interventions for advocacy and social support for IPV may
be challenging for battered women. Social isolation has been associated
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with IPV and women who have reported receiving help and support have
rated it as being very helpful in their ability to leave their abusive partners
(Sullivan, 2000). Ethnic minority, low-income, abused women such as
Latinas may be more socially isolated than majority white women and have
reported more reluctance to use formal systems for assistance with IPV
(i.e., the criminal justice or health system) (Crenshaw, 1994). In addition,
minority women express a fear of stereotyped responses concerning culture
and violence from these formal systems (Crenshaw, 1994). In the U.S.,
monolingual, Spanish-speaking women experience additional barriers to
disclosure and help-seeking including limited English language skills, fear of
deportation and cultural proscriptions against revealing embarrassing
personal information to strangers (Rivera, 1994; Sorenson, 1996; Yoshioka,
Gilbert, El-Bassel, & Baig-Amin, 2003).
Many women are employed and the work site is a place where
Latina and non-Latina women may receive information and support to
address challenges related to seeking help for IPV. However, there is little
empirical knowledge to guide organizations in developing workplace
interventions that address IPV issues in the workplace such as specific
supervisory supportive behaviors that meet the needs of individual women.
Current measures of supervisor support assess general perceptions of
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received support and offer little information for supervisors about what
supportive actions women may want and how women may differ in their
support needs. Thus, there is a critical need for research studies designed
to examine partner violence and employment relationships for low-income
Latina and non-Latina women and for a validated measure of specific
supervisory supportive behaviors for IPV.
The current study is innovative in its approach to examining lowincome battered Latina and non-Latina women's experience at work
regarding specific supervisor supportive behaviors and the match to the
kinds of supportive behaviors battered women want and receive from their
supervisors. A supportive match in the context of the workplace is more
likely to provide women with access to information, services, and job
retention rather than exclusion from employment, for example, through
voluntary turnover or job termination (Browne, Salomon, & Bassuk, 1999;
Brush, 2003). The findings from this study can inform supervisor-targeted,
culturally specific interventions for women with the goal of improving the
match of supervisor supportive behaviors for individual women with varying
needs and wants. An improved match in supervisor support wanted and
received can lead to job retention and improved work outcomes for
survivors of IPV.
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Summary of the Dissertation Study
The primary purpose of this study is to shed light on the relationships
between the match or mismatch of supervisory supportive behaviors for IPV
and outcome variables. A second objective is to examine the psychometric
properties of the IPV-WSA, a measure of wanted and received supervisor
support, in a community sample of Spanish-speaking Latina and Englishspeaking non-Latina women who have experienced IPV in the past year.
This was accomplished through scale development and criterion-related
validation methods.
In what follows, Chapter II discusses the relationship of
socioeconomic status and employment to IPV, and reviews the theory and
research on social support. In addition, Chapter II discusses the potential
contribution of supervisor support and leader-member exchange (LMX)
relationship quality in the workplace setting and the work outcomes of
interest to the current study. Chapter III presents an explanation of the
study conceptual and measurement models, the research questions and
hypotheses, and a description of the prior development of the IPV-WSA.
Chapter IV presents the research design, methodology, measures and
analyses that were used in the inquiry. Chapter V presents the results of the
study and, finally, Chapter VI provides a discussion of the research findings
and the study implications and limitations.
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CHAPTER II
A REVIEW OF THE LITERATURE
As previously described, intimate partner violence (IPV) is a
significant social problem that compromises women's physical and mental
health (Browne, Salomon, & Bassuk, 1999; Brush, 2002; Campbell, 2002;
Plichta, 2004; Sutherland, Bybee, & Sullivan, 2002; Tjaden & Thoennes,
2000). Relatively little is known, however, about the effects of intimate
partner violence on women's employment. Early research in this line of
inquiry suggests that economic resources are critical in the transition out of
abusive relationships (Gibson-Davis, Magnuson, Gennetian, & Duncan,
2005) and that women experiencing IPV have lower personal incomes,
higher levels of tardiness, absenteeism, job turnover and job loss (Browne,
Salomon, & Bassuk, 1999; Brush, 2002; Raphael & Tolman, 1997; Riger,
Ahrens, & Blickenstaff, 2000; Swanberg & Logan, 2005; Swanberg, Logan,
& Macke, 2005; Tolman & Raphael, 2000; Wettersten et al., 2004).
Social scientists have been slow to document the experience of IPV
in low-income, ethnic minority populations. This may be due in part to the
success of the domestic violence movement and feminist claims that
domestic violence cuts across all class lines, race and ethnicities and ages
of women (Schechter, 1982). This argument was effective in advancing the
social change aims of the movement by naming and directing attention to
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domestic violence as Everywoman's problem (Haaken & Yragui, 2003;
McKendy, 1997). However, women of color critiqued the movement for
erasing cultural differences in women's lives and failing to acknowledge and
develop interventions that address the intersection of ethnicity, class,
gender and legal status (i.e., as citizens versus unauthorized residents) in
women's experience of IPV (Crenshaw, 1994; Hondagneu-Sotelo, 1996;
Kanuha, 1996; Lee, Thompson, & Mechanic, 2002; Richie, 2000; Sokoloff &
Dupont, 2005).
Researchers responding to this critique have recently conducted
studies with minority, abused women to clarify relationships created by the
intersection of systems of power (e.g., ethnicity, class, gender, legal status)
and oppression that contribute to an individual's experience of IPV (Garcia,
Hurwitz, & Krause, 2004; Sokoloff & Dupont, 2005). Women's experiences
interact in powerful ways with varying cultural, economic, political and social
contexts that include immigration laws, intimate partner violence policies,
community resources women can rely on, the characteristics of the
woman's cultural group and women's social class standing. Researchers
have struggled to disentangle the complexity of contextual factors
contributing to IPV such as culture and socioeconomic status. To date, the
findings of IPV research examining relationships between ethnicity, class
and gender are inconsistent and further research is warranted. In the next
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section, I will review the literature that contributes to understanding the
context of IPV, Latino cultures, immigration, and low-wage work. The
purpose of the following section on the social context of IPV is to inform
readers about the connection between culture, SES, and workplace
behaviors such as supervisor support and work outcomes.
IPV and Socioeconomic Status
The various dimensions of gender, race, class and legal status relate
differentially to social disparities. Researchers have examined prevalence
rates among majority and marginalized groups to assess risk for IPV and to
assess the determinants of health and work outcomes of IPV. Toward this
purpose, recent research has examined whether psychosocial risk factors
such as social relationships and supports, health behaviors, and acute and
chronic stress are patterned by socioeconomic status (House, 2002).
A prospective, longitudinal research design based on a national
sample of 3 waves of participants (N = 3,617) in the American's Changing
Lives survey, (Lantz, House, Mero, & Williams, 2005) examined
relationships between stress and negative life events (including physical
assault, marital stress, parental stress and financial stress), socioeconomic
indicators and health outcomes of mortality, functional limitations, and selfrated health. The findings revealed that negative life events and stressors
such as IPV were significantly related to socioeconomic position; a count of
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negative life events was positively associated with mortality, and higher
levels of financial stress predicted severe/moderate functional health
limitations and fair/poor self-rated health. Thus, results lent support to the
hypothesis that differential exposure to stress and negative life events
contribute to producing socioeconomic disparities.
Intimate partner violence prevalence research has revealed that
living in poverty places women at greater risk for IPV and related social
disparities (Lloyd & Taluc, 1999; Tjaden & Thoennes, 2000). Moreover, lowincome women are exposed to greater financial stressors such as job
losses, debt, and inadequate housing and have insufficient financial
resources to address negative events including illness, legal problems, and
loss of housing when compared to women at middle or high income levels
(McLeod & Kessler, 1990). The Family Research Laboratory at the
University of New Hampshire conducted the 1985 National Family Violence
Survey to examine conflict, resolution and violence in the family (KaufmanKantor & Jasinski, 1998; Straus, Gelies, & Smith, 1990). This national,
cross-sectional survey was designed to assess the prevalence of physical
violence between family members and included the objective of generating
state-by-state estimates of family violence. Results revealed that physical
abuse of women and children occurs at all socioeconomic levels. However,
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women and children living below the federal poverty line experience higher
levels of assault and severe assault by intimate partners.
In sum, research has suggested that Latina women are at risk for
IPV because they are disproportionately represented among those living in
poverty (Bachman & Saltzman, 1995; Tjaden & Thoennes, 2000). Greater
financial stressors and lack of sufficient resources contribute to conflict and
violence in the family and Spanish-speaking Latina women and their
families may experience many stressors related to immigration, uncertain
legal status, insufficient and unstable employment, and language and
cultural barriers to seeking assistance for IPV.
IPV and Employment
Welfare researchers following welfare reform in the 1990s have
conducted much of the research on the relationship between domestic
violence and women's employment. This research was largely in response
to a shift in public policy with the "welfare to work" goal enacted in 1996
through the Personal Responsibility and Work Opportunity Reconciliation
Act (PRWORA). This law established time limits that mandate work after
two years of economic assistance and created a lifetime cap of five years
for receiving public assistance. What began as an entitlement program that
provided economic assistance without time constraints became a temporary
program with an emphasis on returning to work.
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Domestic violence advocates have raised concerns that PRWORA
might prevent survivors of domestic violence from leaving abusive men or
might cause women to return to their batterers. Women hurt by intimate
violence could be penalized for life events beyond their control. Raphael
(1995,1996) drew attention to the problem of IPV and provided evidence
that pointed to the degree that women in welfare-to-work programs were
subjected to work sabotage by abusive partners. Researchers responded to
these early findings with inquiries focused on the relationship between
impoverished women and intimate partner violence. However, a gap still
exists in knowledge about how partner violence affects and is affected by
employment relationships among low-income, minority women.
Past IPV research and welfare-to-work research has investigated
three avenues whereby IPV influences women's employment. One line of
inquiry has documented the negative physical and mental health effects of
IPV that may impact women's ability to work (Campbell, 2002). The second
has investigated the impact of intimate abuse on women's patterns of
employability (Browne, Salomon, & Bassuk, 1999; Brush, 2000; Tolman &
Rosen, 2001; Tolman & Wang, 2005), and the third has examined the
relationship between intimate partner violence and effects on work through
documenting the behavior of abusive men that results in direct interference
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with women's employment (Brush, 2002; Riger, Ahrens, & Blickenstaff,
2000).
Employment stability. The results of quantitative and qualitative
studies of low-income women's response to IPV and the effects of IPV on
employment reflect a complex, multi-determined picture with inconsistent
findings. Early cross-sectional studies reported mixed results and some
appeared to show that battered women struggled to maintain employment
and may even use work as a way to escape domestic violence. For
example, Brush (2000) found that welfare-reliant women who reported
being hit, kicked, or coerced into sex were significantly more likely to get
jobs than peers in a welfare-to-work program whose partners did not abuse
them. In contrast, Lloyd (1999) found higher levels of unemployment and
job turnover in abused women. Furthermore, women who reported
experiencing abuse in the preceding 12 months and whose partners had
threatened to harm their children were less likely to be employed than nonabused women. In another study, women reported that physical abuse
marked by visible signs such as bruising had prevented them from working
and that psychological effects of abuse led to reduced productivity and
concentration at work resulting in low self-esteem and depression (Moe &
Bell, 2004).
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The Worcester Family Research Project (WRFP), a longitudinal
study of an ethnically diverse sample of extremely impoverished women,
with most on welfare, found that 60% had experienced severe IPV as adults
and 63% had experienced severe assault by parents or other caretakers as
children (Browne, Salomon, & Bassuk, 1999). Using a restricted definition
of IPV as physical aggression or violence, researchers interviewed a
sample of 285 women in the second and third wave of the study and found
that IPV in the second wave predicted job stability in the third wave.
Physical violence by an intimate partner during the first 12 month follow up
was a significant predictor of working at least 30 hours per week for 6
months or more during the following year relative to women who did not
experience violence and worked 40 hours per week. Mental health was
found to be negatively associated with the capacity to maintain work and,
conversely, job training, use of job placement services and past
employment were strongly predictive of a better work history.
Tolman and Rosen (2001) examined mental health and battered
women's employment using measures from the Women's Employment
Study (WES), a longitudinal study of a sample of women receiving welfare.
Researchers found that 62% of recent victims of severe violence had at
least one of the following psychiatric disorders: major depression,
generalized anxiety disorder, alcohol dependence, drug dependence, and
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post-traumatic stress disorder (PTSD). In comparison, 34% of past victims
(relative to 23% of respondents who had never experienced IPV) reported a
mental health disorder. However, no association was found between
domestic violence and employment in a multivariate analysis. This finding
led Tolman and Wang (2005) to address methodological issues in a
subsequent study based on the same WES sample.
In this follow up study, Tolman and Wang (2005) sought to clarify the
lack of association between IPV and employment in the WES sample of
women who had participated in a welfare-to-work program. The researchers
found that IPV significantly reduced the number of annual work hours by
137 hours, more than 10% of the annual work hours of an average woman
in the 3-year sample. Women in the study experienced a growth in annual
work hours from the first to second wave and the second to third wave;
however, the effects of IPV offset these gains by nearly 40% for the first
and second wave and almost 75% between the second and third wave,
resulting in reduced work hours. The lower work hours were associated not
only with lower income but also with material deprivation such as food
insufficiency, housing insecurity, and utility shut-offs, and with increased
welfare dependence and decreased work reliance. The researchers note
that the vulnerability women experience from diminished earnings may
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unintentionally encourage them to remain in an abusive relationship if their
partner should contribute economic support.
In summary, research has found that IPV impacts the mental and
physical health of low-wage, working women and, therefore, the number of
hours worked and productivity levels in the workplace. The result for many
women survivors of IPV is reduced income and job and housing insecurity.
While these findings point to the challenges women experience from IPV,
for some women an additional challenge to maintaining employment is the
direct interference that may come from their abusive partner.
Direct interference with employment. Recent changes in welfare laws
such as PRWORA of 1996 ended federal entitlement to welfare benefits,
and set guidelines for women to enter or reenter the workforce. Most states
have subsequently adopted the Family Violence Option (FVO) in response
to domestic violence advocates' concerns that women experiencing
domestic violence would be unable to fulfill the work requirements. Of
concern was the abusive intimate partner's interference with a woman's
attendance at work or school programs, or the abusive partner's
punishment of a woman for his perceptions that her work displaces his role
in the family (Lloyd, 1997; Riger, Ahrens, & Blickenstaff, 2000). The FVO
allows caseworkers to temporarily exempt women from the work mandates
and adjust the time limits based on each woman's needs. Subsequent
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research by Lloyd and Taluc (1999), found that women who experienced
IPV in the 12 months prior and had partners that directly prevented them
from going to work or school or had threatened to harm their children were
less likely to be employed than non-abused women. In addition, women
whose partners had threatened to kill them in the prior 12 months were less
likely to be employed.
The Work/School Abuse Scale (WSAS) was developed by Riger,
Ahrens, and Blickenstaff (2000) to directly test the assumption in the Family
Violence Option that men who abuse women will also interfere with
women's work and school participation. The scale measures abusive acts
by intimate partners that may interfere with employment and/or education.
Items in two subscales, the Restraint Tactics subscale and the Interference
Tactics subscale included physical force, and nonforceful but interfering
behaviors, respectively. Utilizing a sample of 35 abused shelter residents,
reports of interference tactics included being forbidden to get a job by their
partners, missing work because of the abuse, and being fired from a job or
quitting a job due to IPV. Women who reported missing work due to abuse
also reported significantly higher scores on the Interference subscale when
compared to women who did not miss work. In addition, women who were
fired or quit for reasons related to IPV reported significantly higher scores
on the Restraint subscale and the total W/SAS than women who continued

25
working. Getting a job or going to school may be signs of a woman's
attempts to leave the relationship or gain autonomy which the partner may
perceive as threatening. Improved self-esteem, an enlarged social network,
social support, and income may increase women's self-assertion and
thereby challenge her partner's sense of authority and control (Riger et al.,
2000).
Other research has documented that abusive men directly interfere
with women's work (Raphael, 1995; 1996; (Mankowski, Galvez, Ruiz,
McGlade, & Glass, 2006; Moe & Bell, 2004; Rothman & Perry, 2004;
Tolman & Rosen, 2001). For example, when a violent incident occurs, the
crisis may lead a woman to a stay in a domestic violence shelter. She may
lose her job at this juncture and seek economic assistance if she chooses
to leave her partner and is unemployed or underemployed. Her immediate
needs may include finding housing, obtaining a new job, acquiring legal
assistance, and getting her children settled into new schools.
Brush (2000) in a study of 122 women that assessed IPV and PTSD
effects on women's participation in a welfare-to-work program, found that
nearly half reported violence or serious injury in their intimate relationships
and one third reported posttraumatic stress symptoms. Women
experiencing a crisis leading to a court appearance to obtain a restraining
order had nearly three times higher drop out rates from the program.
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However, some battered women with PTSD symptoms were able to
complete program requirements and establish themselves in jobs. Brush
suggested that these women may find benefit in work that could, over time,
ameliorate emotional damage from intimate abuse.
In summary, research has demonstrated that a downward spiral that
may result from the effects of IPV on women's ability to maintain
sustainable levels of employment. Research focused specifically on abusive
partner behaviors that directly impact women's employment stability
indicates that work interference is a successful strategy to keep women
from working and benefiting from the resources they may gain from their
work roles (Brush, 2000; Raphael, 1995; Riger, Ahrens, & Blickenstaff,
2000). One factor that may counter the negative effects of direct
interference with abused women's employment is the support and
resources a supervisor can offer. In the following section social support and
IPV support match from a supervisor are discussed and a review of the
research on social support and IPV is presented.
Social Support and IPV Support Match
Social Support Theory Development
In early research, social support was operationalized in various ways
as a unidimensional construct and generally referred to as assistance
offered and received in personal relationships where there are frequent
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interactions and strong positive feelings. The early assumption in social
support theorizing was that all social support provided benefit to the
receiver and was offered with good intentions by the supporter. Over time,
social support theories developed in complexity. For example, House
(1981) proposed a multidimensional construct of support with facets of
emotional, instrumental, appraisal, and informational support that has been
widely used in research. Emotional support refers to perceptions that an
individual is being cared for, that their feelings are being considered, and
that they feel comfortable communicating with the source of support when
needed. Instrumental support is characterized by behaviors that assist an
individual such as flexible scheduling, reducing workload, or making
changes in the location where work is done. Informational support includes
providing information about the company Employee Assistance Program or
local DV services and explaining company policies and practices
concerning intimate partner violence.
Social support has been measured in several ways as theory has
developed, including as perceived available support, received support from
others, and social network relations, with findings consistently
demonstrating that social support is beneficial to health and well-being
(Brissette, Cohen, & Seeman, 2000; Cobb, 1976; Cutrona & Russell, 1987;
Lakey & Cohen, 2000; Wills & Shinar, 2000; Wortman & Dunkel-Schetter,

28
1987). Social support has been found to reduce the negative psychological
consequences of exposure to stressful life events (Cohen & Wills, 1985). In
addition, researchers have proposed that emotional and instrumental forms
of social support offer the most benefit in relation to specific uncontrollable
stressors such as intimate partner violence in a model of optimal matching
between stress and social support (Cutrona & Russell, 1990; House,
Umberson, & Landis, 1988). Among abused women recruited from
domestic violence shelters, emotional and instrumental support from
domestic violence advocates have been directly linked with greater wellbeing (Kemp, Green, Hovanitz, & Rawlings, 1995; Mitchell & Hodson, 1983;
Sullivan & Bybee, 1999; Tan, Basta, Sullivan, & Davidson, 1995).
In conclusion, early social support research focused on the positive
aspects of support and beneficial outcomes for health and well-being. The
next theoretical development in the field examined the positive and negative
aspects of social interactions.
Positive and Negative Social Interactions
A complete understanding of the role of social support in
relationships requires the simultaneous examination of both the positive
and negative aspects of social interactions. Social support researchers in
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the 1980s began to note that an insufficiency in social support research
exists on whether social support offered and received is valued positively by
all recipients, is consistently offered with good intentions by the supporter,
and whether there is agreement between the provider and recipient about
what support consists of. This lack of assessment likely stemmed from
researchers' unquestioned assumptions that supportive aspects of social
relationships are uniformly positive. This may have represented an
unrealistically positive view of social relationships, however, and
subsequent research has found that some behaviors intended to be
supportive are sometimes perceived negatively by the recipient and that
these behaviors may be more memorable and more consequential for
health and well-being than the positive aspects of social relationships and
support (Deelstra et al., 2003; Lepore, 1992; Newsom, Nishishiba, Morgan,
& Rook, 2003; Reynolds & Perrin, 2004; Rook, 1984,1998; Vinokur & van
Ryn, 1993).
Drawing on research examining asymmetrical effects of negative and
positive events (Rook & Pietromonaco, 1987; Taylor, 1991), social support
researchers examined negative aspects of social relationships, also
referred to in the literature as social undermining, criticism, and social
conflict. A negativity effect was identified (Rook, 1990) where evidence
indicated that negative social exchanges exhibit stronger, more reliable
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associations with reduced levels in well-being as compared to positive
social exchanges. Research has found that negative social exchanges are
related to poorer mental health among stressed as well as nonstressed
populations (Lakey, Tardiff, & Drew, 1994; Lepore, 1992; Manne & Zautra,
1989; Newsom, Nishishiba, Morgan, & Rook, 2003; Rook, 1984; Rook &
Pietromonaco, 1987).
In a further development of theory, Vinokur and van Ryn (1993)
proposed that positive social exchanges are actions by members of a
person's network that assist the person in the pursuit of personal goals and
express positive affect toward or positive evaluations of the person.
Negative social exchanges are defined as actions by a person's social
network characterized by negative affect toward the person, negative
evaluation or criticism of the person and actions that interfere with the
attainment of personal goals (Vinokur & van Ryn, 1993).
While identifying positive and negative social exchanges was an
advance in social support theorizing, the measurement of social support still
assumed that the positive intentions of the provider would be perceived
positively by the receiver, and that negative intentions by the provider would
be perceived negatively by the receiver. What social support theorists had
yet to address is that not all support provided is perceived as helpful by the
receiver.
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Wanted and Received Social Support
Reynolds and Perrin (2004) address wanted and received support in
an extension and refinement of the concept of social support defined as "an
exchange of resources between two individuals, perceived by the provider
or the recipient to be intended to enhance the well-being of the recipient" (p.
13). Reynolds and Perrin (2004) proposed a construct of social support as a
taxonomy of four types of wanted and received support that differs from the
concepts of positive and negative social exchanges described in the
previous section (see Figure 2). Positive support is conceptualized as
positive congruent - support which occurs and is wanted. However, when
support a woman wants is not received, omission occurs. Negative support
is conceptualized as receiving unwanted support, or commission. And nuli
support occurs when unwanted support is not received. Pluses and
minuses in each cell indicate the hypothesized effect of that type of support
on work outcomes associated with intimate partner violence for each
particular configuration of the ratio of received and wanted social support
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Table 1 Taxonomy of social support (Reynolds & Perrin, 2004)
Support is:

Received

Wanted

Not Wanted

Positive Congruent Support

Support Commission

+

Not
Received

Support Omission

Null Support

+

In a workplace setting, positive congruent support from an abused
woman's supervisor could include received actions that the woman wants
such as showing concern, asking the woman what kind of help she would
like, keeping confidentiality, or giving time off for her to take care of matters
related to her abuse such as to attend a doctor's appointment. The ratio of
received behaviors that are congruent with support a woman wants could
differ for each woman. Omission, or not providing the support a woman
wants, may be reflected in actions such as not allowing a request for time
off, not keeping confidentiality, lack of expression of concern, or not noticing
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signs of distress related to abuse. A form of negative support, commission,
occurs when a supervisor offers support a woman does not want.
Commission could be experienced as intrusive and causing distress.
Examples of commission include taking steps on a woman's behalf without
her consent such as making phone calls to social service agencies, or
giving a woman unsolicited advice about her intimate relationship. Finally,
null support is considered positive in its effects. For example, null support
could occur when an abused woman successfully compartmentalizes her
family and work life and is able to maintain productivity and engagement at
work. She may not want to disclose to her supervisor at work because of
the stigma associated with intimate partner violence and may prefer not to
seek support from the workplace.
In a study examining social support patterns and psychosocial
adjustment to breast cancer, Reynolds and Perrin (2004) demonstrated that
the match or mismatch between the support a woman wants and receives
is a determinative factor in the relationship between social support and
psychosocial adjustment to breast cancer. Specifically, Reynolds and Perrin
reported that the amount of support commission and positive congruent
support accounted for a total of 36.2% of the variance in the CARES-SF
Psychosocial subscale (psychological adjustment to cancer) and uniquely
accounted for an additional 12.2% of the variance in psychosocial
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adjustment to breast cancer. Support commission (received but not wanted)
was especially problematic and uniquely associated with worse
psychosocial adjustment, while positive congruent support was not
predictive of psychosocial adjustment. Consequently, the mismatch on
received but unwanted behaviors was more important to psychosocial
adjustment than the match on received and wanted behaviors.
Furthermore, the Reynolds and Perrin (2004) taxonomy and
measurement of support takes into account that women are different in
support actions they find helpful or unhelpful and it is the match or
mismatch between wanted and received support for each woman that is
associated with important outcomes. This perspective of matching support
to the recipient's wants has been recognized in the domestic violence field
and advocates in mainstream service delivery programs are trained to
respond to each woman's differing needs and desires when seeking help to
resolve intimate partner violence (K. Billhardt, personal communication,
April 7, 2005).
To date, there are no IPV workplace studies that capture this level of
complexity in social support measurement, one that captures the interaction
between a woman's wants and her supervisor's specific behavioral support
actions. Organizational studies on supervisor support in the workplace thus
far have relied on global measures of support. This study addresses this
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gap to make an important contribution to knowledge of specific supervisory
supportive behaviors related to addressing IPV. The IPV-WSA, as a
behavioral measure of wanted and received support, can provide more
specific information than that provided from a global measure of support
and, therefore, can be more useful in informing the development of
behavioral interventions for IPV in the workplace.
In conclusion, applying the Reynolds and Perrin (2004) taxonomy of
support to intimate partner violence research makes logical sense based on
the stressful and stigmatizing aspects of experiencing and disclosing abuse.
Women vary in their experiences of severity of abuse, work contexts and
needs for social support. When in crisis due to an abusive incident, women
are often compelled to disclose the abuse to their supervisors and a match
in supervisor support wanted and received has the potential for a positive
impact on women's work outcomes.
Social Support and Intimate Partner Violence
Social support is the primary protective factor that has been studied
in regard to intimate partner violence. The research on IPV and social
support suggests that increased social support and advocacy is significantly
related to reduced risk of poor perceived mental health, poor physical
health, anxiety, depression, symptoms of posttraumatic stress disorder,
suicide attempts (Carlson, McNutt, Choi, & Rose, 2002; Coker, Derrick,
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Lumpkin, Aldrich, & Oldendick, 2000), and better quality of life (Bybee &
Sullivan, 2002; Sullivan & Bybee, 1999; Sullivan, Tan, Basta, Rumptz, &
Davidson, 1992). Advocacy is typically provided by paraprofessionals
working collaboratively and respectfully with women survivors of intimate
violence toward meeting women's specific goals. These goals include
provision of emotional support, instrumental aid, and information to increase
access to community resources such as police protection, safe housing,
employment, transportation, and safety planning (Sullivan, 2000). Research
has found that IPV advocacy was an important factor in social support
perceptions (Goodman, Dutton, Weinfurt, & Cook, 2003). Abused women
who had worked with advocates reported higher levels of social support and
quality of life and were more effective in obtaining resources compared to
abused women in a control group (Bybee & Sullivan, 2002; Sullivan &
Bybee, 1999).
Some studies have examined whether social support is a protective
factor for women disclosing intimate abuse in their relationships. These
studies have found that women experiencing intimate partner violence have
fewer sources of support, are often reluctant to ask for help, and minimize
their experiences when disclosing their abuse due to embarrassment and
fear of negative reactions (Dunham & Senn, 2000). Women may be
uncertain of receiving support if they miss days of work due to injury or a
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need to move to a DV shelter, if they come to work with visible injuries, or
evince emotional distress that interferes with work performance. Women
are more likely to seek help when resources are available and when there
is a belief that support will be offered that will meet their needs (Sullivan,
1991). Moreover, the stigma associated with IPV may make it difficult for
women to disclose fully to their supervisors not knowing for certain whether
they will experience support or increased scrutiny of their work. Even so, a
crisis may make it necessary to disclose, especially if a woman misses
work due to the abuse or leaves work to attend doctor or court
appointments. There is no guarantee of a supportive, helpful response from
her supervisor that considers her wants and creates a match in support
wanted and received.
There are several studies that examined social exchanges in
potentially supportive relationships for abused women (Bybee & Sullivan,
2005; Levendosky et al., 2004). In a series of studies, Bybee and Sullivan
(2005) evaluated a social support intervention from a sample (A/=124) of
battered women who were shelter residents and where half the women had
been randomly assigned to receive advocacy services upon leaving shelter.
A decrease in abuse was found two years post-intervention with women
who had worked with advocates (Sullivan & Bybee, 1999).
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A study with the same sample three years post-intervention found a
positive impact on women's quality of life and level of social support;
however, risk of re-victimization had increased in the third year. Factors
contributing to the risk of re-victimization were difficulty accessing
resources, difficulty with the state welfare system, and negative social
exchanges with people in their social networks. Women were at less risk for
abuse if they were employed in the prior year, reported higher quality of life,
and had positive social exchanges with people in their social network.
One of the few studies available on the social support of abused
Latina women was conducted in a large Midwest metropolitan area with a
primarily Mexican Latina sample of women (Santiago & Morash, 1995).
Women reported approaching varying sources for assistance; 54% went to
family members; 47% went to social service agencies such as a counselor,
police or lawyer; and 36% approached a priest or minister. Even though
strong cultural norms exist to rely on family for help and support, 46% of
women did not confide in their families. Of the women who chose to
disclose to family, 12% reported that they received no help or support from
their families. Only half the women found that the assistance they received,
either informal or formal, was helpful to them.
While no studies exist that closely examine social support for women
in the workplace that are experiencing IPV, one study found that women
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reported receiving support from their workplace and valued the recognition
and understanding of their situation from their supervisors (Wettersten et
al., 2004). This finding reflects a positive aspect of supervisor support.
However, like much of the research on social support, the study assessed
global support rather than specific behavioral supportive actions useful to
women experiencing IPV, supportive behaviors wanted from their
supervisors, and the important consequences of a match or mismatch in
support provided and received.
The current study addresses this need. Moreover, knowledge gained
from this study can clarify the specific behaviors that may be enacted by
supervisors to offer a supportive match for abused employees. Training and
interventions for IPV can have the advantage of focusing on specific
behaviors including counterproductive behaviors that contribute to a
mismatch of support such as breaking confidentiality. Supervisors can
understand how informal supervisory practices impact work outcomes in a
context where the employee's job demands are carried out in the face of
challenging nonwork demands such as IPV.
In summary, the support match or positive congruent support a
supervisor provides for an abused woman at work may be critical toward
her ability to maintain higher levels of job performance and promote job
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retention that is of benefit to the woman and the organization. With job
retention, a woman is more likely to maintain economic security and receive
the social benefits that she may derive from her role in the workplace. The
current study aims to contribute knowledge about social support in the
workplace that can begin to address the challenges faced by Latina and
non-Latina women that experience the stigma, social isolation,
marginalization and language barriers that may inhibit their efforts toward
resolving IPV. The following sections review the literature on perceived
supervisor support and leader-member exchange (LMX) relationship
quality. I include in each section a critique of the measurement of perceived
supervisor support and LMX relationship quality, both global measures that
do not inform us as to which specific supervisory behaviors are of benefit in
the workplace.
Perceived Supervisor Support.
Employee global perceptions about how much a supervisor values
their contribution and cares about their well-being define the construct of
supervisor support. Supervisor support has been established as a factor in
employee well-being (Repetti, 1987; Shinn, Wong, Simko, & Ortiz-Torres,
1989; Thomas & Ganster, 1995). Supervisors are an important resource
that employees go to for assistance with personal problems (Hopkins,
1997). Supervisors implement workplace policies and procedures or "family
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friendly policies" to help employees manage work and family concerns.
These family friendly supports may be provided as formal or informal
support (Allen, 2001; Thomas & Ganster, 1995; Greenberger, Goldberg,
Hamill, O'Neill, & Payne, 1989). Examples of formal supports include IPV
policies, Employee Assistance Programs (EAPs), employee benefits,
flexible schedule arrangements and relocation to a different work site.
Informal workplace supports include listening, expressing concern for the
employee's well-being, finding local IPV resources, and allowing an
employee to come to work late or take unscheduled time off to attend a
court hearing for a restraining order.
Previous research has found that informal supervisory support for
employees with work and family conflict, defined as the strain associated
with negotiating the demands of life on and off the job, may be more
important than formal workplace policies and supports (Allen, 2001;
O'Driscoll et al., 2003). Even when available, supportive policies may be
underutilized rendering them less effective in helping employees resolve
conflicts between family and work (such as IPV) and in improving employee
well-being at work (Allen, 2001; Thompson, Beauvais, & Lyness, 1999).
Furthermore, many family-oriented policies targeted at alleviating the
tension involving conflicts between family and work have historically been
less accessible to low-income workers (Lambert, 1999).
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Research has demonstrated that the perceived quality of workplace
social support is associated with a number of work-related and well-being
outcomes. In a study of 1,809 white male factory workers, supervisor
support was more important than coworker support in predicting mental
distress (House, Wells, Landerman, McMichael, & Kaplan, 1979). Repetti
(1987) reported lower levels of depression among non-managerial bank
employees with more supervisor support. In addition, social support from a
supervisor has been found to reduce employees' perceived stressors and
was significantly related to employee job-personal conflict in a study
examining differences among business owners, managers and employees
(Tetrick, Slack, Da Silva, & Sinclair, 2000). In addition, several studies have
found that supervisor support was associated with positive work outcomes
such as higher job satisfaction and low distress (Bond, Thompson,
Galinsky, & Prottas, 2002; Greenberger, Goldberg, Hamill, O'Neill, & Payne,
1989; Shinn, Wong, Simko, & Ortiz-Torres, 1989; Thomas & Ganster,
1995).
An abused woman's well-being at work and positive work-related
outcomes may be associated with informal support from her supervisor.
While coworkers may offer informal or emotional support, supervisors are in
a position to offer instrumental support such as flexible work hours, time off,
or reduced workload, in addition to providing informational and emotional
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support. Moreover, it may be easier for an employee to accept social
support from a supervisor than a coworker because a lesser degree of
reciprocity is expected toward a supervisor who offers support than toward
a supportive coworker whose status is equal to that of the employee
(Bruunk, Doosje, Liesbeth, & Hopstaken, 1993). In addition, supervisor
support has been found to provide employees with recognition, promotions
and job security, emotional support and autonomy (Settoon, Bennett, &
Liden, 1996). In turn, supervisors receive higher levels of affective
commitment, organizational commitment, and greater in-role and extra-role
activities from employees (Greenberger, Goldberg, Hamill, O'Neill, & Payne,
1989; Rhoades & Eisenberger, 2002; Shanock & Eisenberger, 2006).
Including a unidimensional measure to assess employee perceptions of
general supervisor support in the current study allows for examining the
newly developed multidimensional behavioral measure of supervisor
support match (IPV-WSA) as a predictor of general supervisor support for
the purpose of establishing criterion-related validity. The IPV-WSA
measures specific supervisory supportive behaviors related to IPV and the
amount of support match or mismatch received by abused, employed
women from their supervisors. The IPV-WSA is expected to provide more
detailed information about the construct of supervisor support for IPV by
assessing specific wanted and received supervisor support actions. A

44
support match should predict higher levels of general perceptions of
supervisor support.
In summary, supervisor support may be a critical factor in abused
women's work engagement and job retention. Work may be a key place
where a woman receives validation and appreciation for her work and has
positive relationships with coworkers. This may be especially so for abused
Spanish-speaking Latina women if a cultural and gender sensitive
supportive response is provided at work. The support match between a
woman and her supervisor as measured by the IPV-WSA is expected to be
an improvement over a general measure of supervisor support because
information on specific supportive behaviors wanted and received by
women can be applied to supervisor training on IPV in the workplace.
Leader-Member Exchange (LMX).
LMX theory posits that leaders form different relationships with
different employees through a series of work-related interactions (Graen,
1976; Graen & Uhl-Bien, 1995). Previous theories of leadership had
assumed that leaders (e.g., supervisors) treated all members (e.g.,
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subordinates) the same based on a model of "Average Leadership Style"
(Schriesheim, Castro, & Cogliser, 1999). Much of the subsequent theory
development included defining the construct of LMX and delineating content
subdomains or dimensions. According to Schriesheim et al. (1999), the
predominant domains in a majority of studies included mutual support, trust,
liking, latitude, attention, and loyalty.
The interpersonal relationship between a supervisor and an
employee evolves at work and has been shown to vary in terms of the
amounts of material resources, information and support exchanged (Liden,
Sparrowe, & Wayne, 1997). LMX relationships develop early and are fairly
stable over time, though they can change over the course of the
relationship (Liden, Wayne, & Stilwell, 1993). High-quality relationships are
defined as those relationships that benefit employees and supervisors on
an exchange reciprocal basis (Blau, 1964). In an organizational setting,
material and nonmaterial exchanges occur through social interactions. Blau
noted that positive social exchanges, as opposed to economic exchanges,
result in feelings of increased gratitude, obligation, and trust. Social
exchanges may include advice, information, social support, friendship, and
effort through working extra hours (Liden, Sparrowe, & Wayne, 1997;
Sparrowe & Liden, 1997).
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Research has shown that having a high-quality relationship with
one's leader can affect the entire work experience in a positive manner,
including improved performance and affective outcomes (Gerstner & Day,
1997; Liden, Sparrowe, & Wayne, 1997). A high quality leader-member
relationship is characterized by more open and frequent communication,
positive affect, trust, loyalty, and emotional support (Dienesch & Liden,
1986). In addition, a subordinate with a high-quality LMX relationship may
benefit from the added support, communication, resources, and
opportunities provided to them and may perform better as a result. Other
benefits subordinates may receive from high quality relationships include
formal and informal rewards, favors, and frequent access to supervisors
(Dienesch & Liden, 1986; Wayne, Shore, & Liden, 1997). Gouldner"s (1960)
discussion of the framework of the norm of reciprocity suggests that in
return for these advantages, supervisors expect subordinates to help them
with work tasks that are beyond the scope of the formal job description,
thus creating a sense of obligation on the part of the subordinate. The
subordinate relieves these feelings of obligation by working harder and
longer, providing the supervisor with benefits.
The preceding discussion suggests that low-wage working women
may have fewer opportunities to develop high-quality relationships with their
supervisors due to the structure and context of the work environment and

47
expectations on the part of supervisors and subordinates. For example,
women in hotel housecleaning jobs may have little opportunity to interact
with managers when the primary location of their work is in the hotel rooms.
In addition, the higher levels of food service industry employee turnover
may result in lower expectations on the part of managers and employees
for developing stronger relationships. Latina workers with uncertain legal
status may leave a job if they miss work due to IPV rather than risk trouble
at work or having to explain their situation to their supervisor which may be
embarrassing (Glass, 2005). Moreover, if a woman is Spanish-speaking
and monolingual with an English-speaking monolingual supervisor, she will
not have the same opportunity to develop a high-quality relationship with
her supervisor due to language and cultural barriers. When individuals work
in an uncertain environment with a low-quality leader-member relationship,
a variety of negative outcomes such as increased stress, emotional
exhaustion, diminished personal health, increased work withdrawal,
turnover intentions and decreased job satisfaction and job involvement may
result (Gerstner & Day, 1997; Wright & Bonett, 1997).
To establish the criterion-related validity of the behavioral measure of
supervisor support match (IPV-WSA), a measure of employee perceptions
of LMX relationship quality is included in the dissertation study framework.
The IPV-WSA measures not only specific supervisory supportive behaviors
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but also support actions abused women want and receive from their
supervisors. A support match should predict higher levels of general LMX
relationship quality. On the contrary, a support mismatch should result in
lower perceptions of LMX relationship quality. In addition, the support match
between a woman and her supervisor as measured by the IPV-WSA is
expected to result in a better LMX relationship quality and to better predict
work outcomes for abused Latina and non-Latina women.
In sum, a LMX relationship quality that is high can affect the
employee's work experience positively with improved performance and
affective outcomes (Gerstner & Day, 1997; Liden, Sparrowe, & Wayne,
1997), more open and frequent communication, liking, trust, loyalty, and
emotional support (Dienesch & Liden, 1986). The support match between a
woman and her supervisor should lead to higher perceptions of relationship
quality and better work outcomes for Latina and non-Latina women
experiencing IPV. In the following section, I discuss relational demography
as a proxy measure for social support in the workplace.
Relational Demography
Relational demography is an area of research that takes into
consideration multiple demographic similarities and refers to "comparative
demographic characteristics of members of dyads, or groups who are in a
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position to engage in regular interactions" (Tsui & O'Reilly, 1989, p. 403).
The theoretical basis for much of the diversity research on demography is
based on the similarity attraction paradigm proposed by Byrne (1971). This
approach states that employees who are demographically similar have
more common life experiences and beliefs and develop predictable
relationships with greater confidence in the relationships (as cited in Pelled
& Xin, 2000). Social interaction, therefore, becomes less stressful and is
more positively reinforcing or supportive. Similarity leads to liking and
attraction which leads to positive outcomes such as positive affect, support
and reduced levels of turnover (Tsui & O'Reilly, 1989). Focusing on the
supervisor-subordinate dyad, research has found demographic similarity to
be positively related to supervisor affect for the subordinate (Tsui & O'Reilly,
1989) and for subordinate satisfaction with one's supervisor (Vecchio &
Bullis, 2001). Subordinates who were similar to their supervisors on
ethnicity, education, age, and department tenure reported less role
ambiguity, more confidence and trust in their supervisor and greater
influence over their supervisor (Turban & Jones, 1988).
The demographic similarity variables of gender and ethnicity are of
particular interest to this dissertation study. Gender plays a significant role
in Latino culture due to strong patriarchal norms and machismo (Baca-Zinn,
1982a; Marin & Marin, 1991; Pelled & Xin, 2000). This may be especially
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relevant to a highly gendered, sensitive and stigmatized problem such as
IPV. Tsui and O'Reilly (1989) found that gender similarity had a positive
effect on relationship quality in U.S. samples of supervisor-subordinate
dyads. Ethnicity is salient in U.S. society where discrimination and
stereotyping may impact employees from marginalized groups. When
supervisors and subordinates have a common ethnic background and
language, communication is facilitated and misunderstandings are less
likely to occur.
A study using data from the 1997 National Study of the Changing
Workforce found that supervisors provided more family supportive
supervision when they were similar in ethnicity or gender to employees
(Foley, Linehan, Greenhaus, & Weer, 2006). Demographic similarity of
ethnicity and gender may influence the quality of a relationship between an
abused woman and her supervisor, the type and amount of support wanted
and received by the woman, as well as work-related outcomes. A match in
a woman and her supervisor's ethnicity or gender may be considered a
proxy measure of support given research findings of positive affect, support
and reduced levels of turnover (Tsui & O'Reilly, 1989) and more family
supportive supervision offered by supervisors (Foley et al., 2006). In the
current study conceptual model, relational demography variables are

51

included to demonstrate the importance of gender and ethnicity as
predictors of support match or mismatch and work outcomes and to
establish incremental criterion validity by controlling for relational
demography variables.
In summary, research has demonstrated that demographic similarity
is associated with satisfaction with one's supervisor (Vecchio & Bullis,
2001), positive affect and attitudes, better relationship quality, reduced
levels of turnover (Tsui & O'Reilly, 1989), and family supportive supervision
(Foley et al., 2006). For this dissertation study, it is expected that a match
between employee and employer on ethnicity, gender, and a match
between an employee and the gender composition in the workplace will be
positively associated with a greater amount of supervisor support match.
Knowledge gained about the relational demography variables of
ethnicity match and gender match and their relationship to supervisor
support match and work outcomes will be valuable when designing
workplace interventions. Supervisors can be instructed on support
strategies aimed at making use of demographic similarities or aimed at
compensating for demographic dissimilarities to provide support for IPV.
Work Outcomes
IPV can contribute to employment difficulties for women by
contributing to job instability through increased tardiness (Raphael, 1996;
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Riger et al., 2000; Swanberg et al, 2005; Swanberg & Logan, 2005),
reduced productivity measured in hours worked per year (Browne,
Salomon, & Bassuk, 1999; Brush, 2003), absenteeism (Brush, 2002;
Swanberg et al., 2005; Tolman & Rosen, 2001), higher voluntary turnover
and job loss (Riger, Raja, & Camacho, 2002; Swanberg & Logan, 2005;
Tolman & Rosen, 2001). The current study examines several work
outcomes that have been associated with IPV as demonstrated in research
reviewed in previous sections of the literature review and informed by the
parent study qualitative interviews. The work outcomes of interest include
job satisfaction, work withdrawal behaviors related to experiencing IPV,
voluntary turnover, job reprimands, and job termination. Multiple measures
of work outcomes are necessary to provide a better understanding of the
complexity of IPV, supervisor support, and covariate relationships.
Job satisfaction. Job satisfaction is a well-researched area in
organizational psychology and has implications for job performance and job
retention. Research has found that supervisor support has positive direct
effects on job satisfaction. In a study of New York City Traffic Agents,
researchers found that immediate supervisor support was associated with
productivity and job satisfaction (Frye & Breaugh, 2004). Productivity was
measured objectively by tracking number of summonses issued for
vehicular and parking violations. The job was considered emotionally
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demanding and stressful because of encounters with members of the public
angry over receiving summonses.
Several studies examine the relationship between informal
organizational support and job satisfaction. Supervisor support is typically
included in the conceptualization of informal organizational support in these
studies. In one study on the direct and indirect effects of organizational
policies and practices, Thomas and Ganster (1995) found that supervisor
support was directly and positively associated with job satisfaction. In
addition, supervisor support was found to have an indirect association with
job satisfaction through perceived control and work-family conflict.
Thompson and Prottas (2005) utilized data from the 2002 National Study of
the Changing Workforce, a nationally representative sample, and found that
supervisor support contributed 26% of the variance in job satisfaction.
Finally, in another study examining formal and informal organizational workfamily support, Behson (2005) found that supervisor support contributed
22% of the variance in job satisfaction. In addition, Behson identified a lack
of research on the relationship between supervisor support and job
satisfaction for low-wage workers. The current study contributes knowledge
on supervisor support and the outcome of job satisfaction for low-wage
employees experiencing IPV.
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Work withdrawal. According to Hanisch and Hulin (1991), withdrawal
refers to a set of behaviors employees use with the intent to remove
themselves from their jobs or to avoid tasks. This definition has been
applied to lateness behavior, described as arriving at work late or leaving
work early (Koslowsky, Sagie, Krausz, & Singer, 1997). For example,
lateness that is stable and periodic was found to be positively associated
with work-family conflict. Absence is defined as missing work for the entire
day and turnover intentions describe the employee's thinking about leaving
or starting to look for a job with another company (Koslowsky, et al., 1997).
These are the primary behaviors associated with withdrawal at work,
however, additional behaviors need to be considered in the context of IPV
and how women are impacted at work.
The specific withdrawal behaviors included in this study are queried
in direct relation to the abuse the participant experienced while employed in
the past year and range in severity from difficulty concentrating at work, to
thinking about the abuse while at work, to lateness, leaving work early,
taking care of tasks related to the abuse while at work, turnover intentions,
and to the most serious and consequential-absenteeism. These are all
important to examine because research has demonstrated that more mild
forms of withdrawal behaviors such as lateness have a tendency to
escalate over time into more severe forms such as absenteeism. This
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escalation of withdrawal behavior is presented in the progression of
withdrawal model. The progression of withdrawal concept proposes a
temporal sequence of withdrawal behaviors that begin with mild forms such
as psychological withdrawal. In the next stage, lateness may be shown,
followed by absenteeism, leading to the final stage, turnover.
It is important to note here that for the purpose of this study,
withdrawal behavior exhibited by abused employees is understood to be the
result of direct or indirect effects of IPV (Brush, 2002; Raphael & Tolman,
1997; Riger et al., 2000; Swanberg & Logan, 2005). Examples of direct
effects of abuse on a woman's work include, the abusive partner
threatening or physically restraining a woman from going to work, harassing
her at work, or destroying work clothing (Brush, 2002; Riger et al., 2000). In
addition, a woman may miss work because of injury or embarrassment at
coming to work with visible signs of abuse (Swanberg & Logan, 2005).
Indirect effects include feeling too anxious or emotionally drained from the
abuse to go to work or perform well at work (Raphael & Tolman, 1997;
Swanberg & Logan, 2005).
Voluntary turnover. Voluntary turnover refers to an employee's
decision to leave a job. Women leave work for several reasons related to
IPV including feeling shame for victimization, fear of their own or their
children's safety, embarrassment related to the abuser's on the job

56
harassment or stalking, or because the abuser forced them to resign (Moe
& Bell, 2004; Riger et al., 2002, Shepard & Pence, 1988; Swanberg &
Logan, 2005). In addition, women may leave a job because of physical
injuries resulting from IPV may prevent them from working, or they were
asked to resign by their employer because of a visible injury (Riger et al.,
2002). In a qualitative study, Moe and Bell (2004) found that several women
left high-paying jobs to provide safety for themselves and their family.
Women may put careers on hold or find the need to take lower paying jobs
in new communities as strategies for coping with abusive relationships.
Job reprimands. The outcome measure, job reprimands, is included
in the dissertation study based on prior research on IPV and employment.
Brush (2002) and Riger, Ahrens and Blickenstaff (2000) reported on job
reprimands as an outcome in research related to scale development on
measures of work-related control, abuse, and sabotage directed toward
employed women by their abusive partners. Another study examined
reprimands received by workers with personal or family problems. The data
was drawn from a sample of 429 workers utilizing questionnaires and
administrative records from a large manufacturing company (Hopkins,
2002). In this study, the researcher found that workers' and their
supervisors' gender and race were important factors in disciplinary action
for workers whose problems interfered with their work. Women with male
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supervisors received more reprimands than did women with female
supervisors. In addition, African American workers with white supervisors
received more disciplinary action than did Latino or white workers with white
supervisors.
Receiving reprimands at work is an important outcome for hourly
wage workers in that being "written up" is likely to be perceived as an
unsupportive action on the part of the supervisor. Moreover, being written
up may be understood to be the first step toward job loss. Some companies
have a policy for hourly workers that with three disciplinary actions, a
worker is let go. For women coping with the stress of IPV, job insecurity as
a result of reprimands and lack of supervisor support becomes an additional
stressor that may hasten her decision to leave the job before getting fired or
may eventually result in job termination by her employer.
Job termination. The limited number of studies on the issue of the
spillover of IPV into the workplace suggests that work interference and
workplace stalking impact an abused woman's ability to maintain work
(Brush, 2002; Moe & Bell, 2004; Riger et al., 2000; Tolman & Rosen, 2001).
Employers sometimes respond to intimate partner violence incidents by
terminating the victim. Shepard and Pence (1988) found that abused
women had been reprimanded or fired by their employer due to tardiness,
absences and reduced productivity. In a longitudinal study, Browne et al.
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(1999) found that only one third of the women participants were able to
maintain a job for 6 months or more following an IPV incident.
In summary, work outcomes such as job satisfaction, reprimands,
work withdrawal, voluntary turnover, and job termination are important
outcomes to examine for several reasons. Employees that are satisfied with
their jobs are more likely to remain in their jobs, benefiting the individual
and the organization. Fear of losing a job may prevent some women from
disclosing IPV to their employers, reducing their own safety as well as that
of coworkers (Tolman & Wang, 2005). Research has documented the
importance of financial independence in resolving IPV (Lloyd, 1997, Moe &
Bell, 2004), and that reduced work hours related to IPV result in poorer
economic outcomes for women and their children and increased hardship
such as lack of stable housing and food insecurity (Tolman & Wang, 2005).
Finally, knowledge about work-related outcomes is needed to inform
interventions for supervisors that include training on behaviors supervisors
can enact to provide supportive supervision for employees facing IPV. For
example, supervisors knowledgeable about the impact of IPV on withdrawal
behaviors may identify employees with IPV early and provide a supportive
rather than punitive response that can result in job retention.
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CHAPTER III
THE STUDY FRAMEWORK AND HYPOTHESES
This dissertation set out to accomplish two objectives. First, the
study examines supervisor support match and work outcomes for Spanishspeaking Latina women and English-speaking non-Latina, low-income
employees, who are survivors of intimate partner violence. Second, the IPV
Workplace Support Assessment scale (IPV-WSA) will be further developed
using criterion-related validation. I expect the IPV-WSA, a behavior-based
measure of wanted and received supervisor support for IPV, to demonstrate
higher predictive validity for work outcomes than general measures of
supervisor support, ethnicity match, gender match and workplace gender
composition. This chapter describes the framework, research questions and
hypotheses for the current study (Figure 3). I also discuss the development
to date of the IPV-WSA scale and the parent study linked with this
dissertation inquiry.
The Study Framework
The purpose of this dissertation is to examine relationships between
supervisor support match and work outcomes for low-income employees, in
particular, Spanish-speaking Latina women and English-speaking nonLatina women in relationships characterized by intimate partner violence. A
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second purpose of the study is to further develop the IPV Workplace
Support Assessment scale (IPV-WSA), a measure of the amount of support
wanted and received by women from their supervisors for IPV based on a
taxonomy of social support (Reynolds & Perrin, 2004). More specifically, the
study sought to assess the psychometric properties of the behavioral
measure of wanted and received supervisor support (IPV-WSA) in a
community sample of Spanish-speaking Latina and English-speaking nonLatina women who have experienced IPV in the past year.
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Research Questions
The psychometric properties of the IPV-WSA are examined through
assessing criterion-related validity as delineated in the following research
questions. The first research question allows for an examination of the IPVWSA as a behavioral measure of specific supervisory behaviors for IPV that
are expected to correlate with and predict global measures of supervisor
support and LMX relationship quality. The second research question
concerns the relationship of demographic variables to support match. The
remaining two research questions address criterion-related validity in regard
to work-related outcomes and relationships between support match and
work outcomes. In the section following the research questions, the
dissertation study hypotheses are presented.
This study addressed the following research questions:
1. Are the amount of positive congruent support received and the
amount of support commissions received from a woman's supervisor
related to an abused woman's LMX relationship quality with her
supervisor and perceived supervisor support?
2. Are the amount of positive congruent support received and the
amount of support commissions received from a woman's supervisor
related to an abused woman's ethnicity, supervisor ethnicity,
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woman/supervisor ethnicity match, supervisor gender and workplace
gender composition?
3. Are the amount of positive congruent support received and the
amount of support commission an abused woman received from her
supervisor associated with work-related outcomes?
4. Are the amount of positive congruent support received and the
amount of support commission the woman received from her
supervisor more strongly associated with work-related outcomes
than perceived supervisor support, LMX relationship quality, a
woman's ethnicity and her supervisor's ethnicity match, gender
match, and workplace gender composition?
Hypotheses
The following hypotheses address more specifically the study
research questions above. The study framework with hypotheses is
presented in Figure 3.
IPV support match. Social support theory posits that support wanted
and received (positive congruent support) will benefit the recipient of such a
support match and that support not wanted and received (support
commission) will result in worse outcomes due to the support mismatch
(Reynolds & Perrin, 2004). As such, it is expected that an IPV support
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match or mismatch between a woman and her supervisor would predict
perceived supervisor support and LMX relationship quality.
H1a: Positive congruent support is positively related to perceived
supervisor support.
H1b: Support commission is negatively related to perceived
supervisor support.
H2a: Positive congruent support is positively related to LMX
relationship quality.
H2b: Support commission is negatively related to LMX relationship
quality.
Relational demography. The similarity attraction paradigm proposes
that employees who are demographically similar have more common life
experiences and beliefs and develop predictable relationships with greater
confidence in the relationships (Byrne, 1971). Foley, Linnehan, Greenhaus,
and Weer (2006) found that supervisors are more likely to provide family
supportive supervision to employees who were similar in either gender or
race compared to employees who were dissimilar. Therefore, a match or
mismatch between a woman and her supervisor in ethnicity, or gender, and
the match or mismatch in workplace gender composition would lead to
positive congruent support or support commission respectively.
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H3a: Ethnicity match between a woman and her supervisor is
positively related to positive congruent support.
H3b: Ethnicity match between a woman and her supervisor is
negatively related to support commission.
H4a: Gender match between a woman and her supervisor is
positively related to positive congruent support.
H4b: Gender match between a woman and her supervisor is
negatively related to support commission.
H5a: The number of women in the workplace is positively related to
positive congruent support.
H5b: The number of women in the workplace is negatively related to
support commission.
Work-outcomes. Social support theory proposes that individuals
benefit from positive social interactions (Cobb, 1976; Cohen, 1985; House,
1981) and experience negative effects from negative social interactions
(Deelstra, 2003; Reynolds & Perrin, 2004; Rook, 1998; Vinokur & van Ryn,
1993). Reynolds and Perrin (2004) proposed that individual differences in
support actions wanted and received in a taxonomy of support contribute to
important consequences for individual psychosocial adjustment. Therefore,
I expect that a supervisory support match (positive congruent support)
between a woman and her supervisor would lead to better work-related
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outcomes and a support mismatch (support commission) would lead to
worse work-related outcomes. I also expect that a specific behavioral
measure of supervisory behaviors wanted and received (IPV-WSA) would
be a more effective measure of support when compared to global measures
of perceived supervisor support and LMX relationship quality when
predicting work outcomes.
H6a: Positive congruent support is positively related to and support
commission is negatively related to:
H6a: job satisfaction
and positive congruent support is negatively related to and support
commission is positively related to:
H6b: psychological work withdrawal
H6c: physical work withdrawal
H6d: job reprimands
H6e: voluntary turnover
H6f: job termination
H7a-e: Positive congruent support and support commission are more
strongly associated with work outcomes than supervisor support, LMX
relationship quality, ethnicity match, gender match, and workplace gender
composition.
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Although there is a large body of research on social support, only
one study has examined individual differences in support wanted and
received and the consequences of a match or mismatch in support. No
studies exist that examine support match for employees experiencing the
effects of IPV in the workplace. The current study provides an opportunity to
further develop a new behavioral measure of supervisory support for IPV
through criterion-related validation methods. Furthermore, the dissertation
may provide more evidence that the taxonomy of support proposed by
Reynolds and Perrin (2004) represents an important theoretical contribution
in the field of social support, one which accounts for positive and negative
aspects of support received as well as accounts for individual differences in
support wanted. The following section presents the content validation step
in the scale development of the IPV-WSA.
Development of the IPV Workplace Support Assessment Scale
While measures of employee self-report of general supervisor
support exist only one measure of actual behavioral supervisory support
exists (Shinn et al., 1989) and this measure has not been validated. In order
to advance research in violence prevention for community and occupational
health psychology, it is important to develop a measure that more
specifically operationalizes what behaviors supervisors need to engage in
to help employees manage work and nonwork issues such as IPV. The IPV
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Workplace Support Assessment scale (IPV-WSA) was developed to assess
specific support behaviors that supervisors can provide for employed
women experiencing IPV and to identify supervisory support behaviors that
women survivors of IPV want (Appendix A). The IPV-WSA scale was
developed deductively from social support theory and inductively from
qualitative interviews conducted as part of the parent study (Glass, 2005).
Item generation. The item-pool was generated based on a review of
the social support and IPV literatures and a qualitative data analysis of
focus group and individual interviews. Interviews were conducted with
employed, abused women and with supervisors working in the service
sector such as retail, hospitality, and restaurant industries. A total of six
focus groups were conducted with employed, abused women. Three focus
groups were comprised of English-speaking participants and 3 focus groups
were conducted in Spanish and were subsequently translated into English.
In addition, 1 focus group of 2 non-Latino supervisors was conducted and
19 individual interviews were conducted with 6 Latino and 13 non-Latino
supervisors
The employee focus groups ranged in size from 6 to 13 participants
per group with a total of 38 participants in 6 focus groups, 21 Englishspeaking and 19 Spanish-speaking. The age range was 19 to 67 years of
age. The participants worked at organizations ranging in size from 700
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employees of a large hotel to 4 employees of a small Mexican restaurant.
Of the 21 organizations represented, 6 were Latino-owned and managed.
The interviews were a rich data source focused on abused women's
reports of support experiences in the workplace from their supervisors and
supervisor reports of responses to employees experiencing IPV.
Participants were asked about their direct experience in the workplace as a
woman in an abusive intimate relationship or as a supervisor of an abused
employee. Participants were asked to tell stories about their experience
disclosing their abuse at work and facilitators probed at appropriate
junctures to explore supportive behaviors or non-supportive behaviors from
supervisors and coworkers. Employees were asked what supportive
behaviors they wanted from coworkers and supervisors, what they received
or did not receive, and how they felt about how others at work responded to
their situation. In addition, participants were asked if their workplace had
IPV policies or programs. Supervisors were asked if there were company
concerns that might prevent supervisors from offering support to an
employee experiencing IPV and how companies could reduce the negative
effects of IPV on women at work.
The focus group and individual interview transcripts were analyzed
and coded by two independent researchers using QSR N6 software with an
open coding approach and line-by-line analysis (Strauss & Corbin, 1998) for
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the themes of supportive and non-supportive behaviors resulting in two lists
of behaviors. Exemplars for each theme were coded and memo notes were
made in response to the text. Summary documents were created for each
of the Latina and Non-Latina employee focus groups and for the Latino and
non-Latino supervisor interviews. Items were generated from the lists of
behaviors for subsequent review and selection.
Content Validation. Content validation was performed in two phases.
In the first phase, the researchers met with community partners and experts
in IPV with Latina and non-Latina women in a qualitative analysis
committee comprised of five IPV/OHP researchers, Latino community
researchers and Latino IPV subject matter experts (SMEs). Definitions of
social support (House, 1981) and the taxonomy and operationalization of
social support wanted and received (Reynolds & Perrin, 2004) were
presented to the committee. The group discussed the appropriateness of
the themes, exemplars matched to the themes, the lists of supportive and
non-supportive behaviors derived from the fine-grained analysis, and the
items generated from those lists. The committee selected 15 items that
were judged to be easily understandable, culturally appropriate and
representative of the domain of supportive behaviors abused women may
want and receive from their supervisors.
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A questionnaire, the Intimate Partner Violence Work Support
Assessment (IPV-WSA) was designed based on the items (Appendix A)
derived deductively from social support theory (House, 1981; Reynolds &
Perrin, 2004) and inductively from the qualitative interview material. Items
were selected for representing the domain of emotional, instrumental, and
informational supportive behaviors related to IPV spillover into the
workplace (House, 1981), and the questionnaire was designed to ask for
received and wanted supervisor support (Reynolds & Perrin, 2004).
Pilot study. The IPV-WSA is used in the current study to assess the
amount of support congruency, null support, support omissions and support
commissions abused women received from their supervisors. A pilot study
was conducted to evaluate the IPV-WSA scale items with a convenience
sample of women who were union members (N = 74). To explore common
patterns in what support items a women wanted, frequencies of the
participant responses to each item were examined. A cluster analysis was
conducted on wanted support to search for groups of women with similar
patterns of wanted or not wanted items. The furthest neighbor method with
a binary Euclidean distance measure was used because the analysis
included only dichotomous variables (1 = want this item, 0 = do not want
this item) (Finch, 2005). The agglomeration schedule suggested two to five
clusters. On further examination, a two-cluster solution was selected
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because it best represented two unique groups of women who desired
different patterns of support. In addition, the cluster analysis provided an
opportunity to examine each item specifically and locate items that
appeared problematic because of inconsistent response patterns. These
were items that did not fall into either of the two clusters. For example, the
item, "Give the employee time off to deal with the abusive relationship," was
not represented in either cluster but was considered an important wanted
item based on the focus group responses from employed, abused women.
All items were examined for inconsistency between the statistical pattern of
support wanted represented by the quantitative data and the textual pattern
of reported support wanted represented in the qualitative data.
Analysis of pilot study data revealed that women responded
inconsistently to two items, "Give the employee time off to deal with the
abusive relationship," and "Change the employee's schedule to lighten their
workload." While these items would be expected to be wanted by more
women based on the focus group data, it was determined that these items
may not have been endorsed by more women as support wanted because
they could have been interpreted as costing women income, an important
resource they may have been reluctant to forgo. The items were reworded
as, "Gave me paid time off to deal with my abusive relationship," and
"Lightened my workload but kept my hours the same."
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In the second phase of content validation, other revisions to and
additions of items were incorporated based upon a second review of the
scale by two groups, an 8-member focus group of employed, abused
women and a committee of academic and community-based research team
members including bilingual, bicultural, promotora (community health
workers) research assistants from the community partner organizations. In
addition, the items were reviewed by the committee to compare the English
version and the Spanish translation for language usage, understandability
and cultural appropriateness. The revised scale is presented in Appendix B.
The NIH NINR Study: A Brief Description
The parent study for this dissertation research project is a 4-year
National Institutes of Health National Institute of Nursing Research (NIH
NINR) funded study, Community Partnered Response to Intimate Violence.
The purpose of the larger study is to develop and evaluate an innovative
community-partnered IPV intervention model targeting employed immigrant
and US-born women survivors of IPV. Consistent with the recognized need
to move away from single-factor approaches to reducing health disparities,
the study intervention was guided by a conceptual framework that targets
the multiple levels-individual, organizational, community and public policythat influence and support IPV and health disparities.
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The parent study aims to identify effective workplace strategies to
reduce health disparities among survivors of IPV through acquiring
information from the perspectives of all those involved: battered women,
employees, employers and IPV perpetrators. Further, culturally sensitive
domestic violence advocates, health care providers, service organization
and union leaders inform the research efforts that will result in achievement
of the long-range goals of the parent study. The specific objectives are to
develop and evaluate workplace strategies to increase battered women's
access to culturally sensitive IPV information, support, and community
resources, thus reducing health disparities in this population by decreasing
exposure to further IPV and its negative health outcomes.
Community-based participatory research (CBPR) methods have
been utilized by the parent study. This includes the use of established
community partnerships to improve the health, safety, and quality of the
lives of battered women and, in particular, the lives of Latina women (Israel,
Schultz, Parke r& Becker, 1998; Hernandez, Yragui, HernandezValdovinos, & Glass, under review).
A well-established collaborative academic partnership for the current
study includes the applicant's Dissertation Chair, Dr. Eric Mankowski at
Portland State University, as a Co-Investigator for the R01 parent study
and Dr. Nancy Glass of Johns Hopkins University (JHU), R01 parent study
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Principal Investigator. Dr. Nancy Perrin of Oregon Health & Science
University (OHSU) is the statistician for the R01 parent study and worked
closely with the candidate on the IPV-WSA instrument development.
This dissertation study has been funded by the Centers for Disease
Control and Prevention, National Center for Injury Prevention and Control,
with a dissertation grant award 1 R49 CE 000948-1.
Summary
In summary, the dissertation study goals were to examine
relationships between types of support and work outcomes of interest; job
satisfaction, work withdrawal, voluntary turnover, job reprimands, and job
termination and to further develop a measure of wanted and received
supervisory supportive behaviors for women survivors of IPV (IPV-WSA)
through criterion-related validation and test-retest reliability. The measure of
wanted and received supervisor support (IPV-WSA) was validated with a
community sample of Spanish speaking Latina and English speaking nonLatina women who had experienced IPV in the past year. Criterion-related
validity was assessed to determine how effective the IPV-WSA was in
predicting work outcomes for Latina and non-Latina survivors of IPV.
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CHAPTER IV
RESEARCH DESIGN AND METHOD
Participants
The dissertation convenience community sample is a subset of the
parent study sample (N = 281). Figure 4 on the next page displays a
sampling diagram that articulates the sources of the dissertation sample,
the composition of the sample, and how the final dissertation sample was
determined (N = 163). The parent study sample of 281 contributed 111
cases that included the dissertation measures. The dissertation participant
recruitment effort contributed an additional 71 cases for a total sample size
of 181. The final dissertation sample was arrived at after removing cases
due to lack of a direct supervisor for the employed participant and a survey
transition period where study measures were not completed during the
survey administration.
The final sample size for the current study (N = 163) was comprised
of 81 Spanish-speaking Latina and 82 English-speaking non-Latina
participants. Of those participants, 10 Latina and 10 non-Latina women
participated in follow-up interviews for retest administration of the IPV-WSA.
The range in age of participants was 19 to 62 years (M = 33). The majority
(63%) reported monthly income of $1,500 or less. Respondents also
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reported a range of 2 to 16 years of education (M = 10.6). The sample
worked an average of 27 hours per week with an average tenure of 15
months in their current job. Participants reported working in a variety of jobs
in the service sector such as waitress, hotel housekeeper, janitor, car wash
attendant, retail clerk, and customer service assistant. Immigrant status was
not reported by participants. Table 1 which follows Figure 4 presents the
sample characteristics.
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Figure 3
Sampling Diagram for the Current Study
Assessed for eligibility:
number unknown

<r

Eligible and agreeing to participate: 281
Eligible for dissertation study: 181

1

'

ir

Parent study Latina participants: 57

Parent study non-Latina participants: 53

Dissertation study participants: 36

Dissertation study participants: 35

Total Latina participants: 93

Total non-Latina participants: 88

'r

\r

Not included in study analyses: 12

Not included in study analyses: 6

Reasons:

Reasons:

No direct supervisor (3)

No direct supervisor (1)

Survey transition (9)

Survey transition (5)

r

Included in analyses: 81

*

r

Included in analyses: 82
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Table 2
Sample Characteristics by Subgroup and Overall Sample
Latina
subgroup
N = 81
Variables

M

SD

non-Latina
subgroup
N = 82
M

Total sample
N=163

SD

Age

M

SD_

32.96

8.54

Years living in the
U.S. continuously

11.71

10.64

31.71

11.39

23.08

14.85

Number of children
under 18

2.10

1.30

.96

1.05

1.53

1.31

Years education

8.86

3.09

12.42

1.84

10.64

3.10

Binary Variables

%

%

%_

Married, living as
Married

51

37

44

Currently employed

83

67

75

Income < $1,500
per month

62

70

66

Ethnicity/Latino

100

0

50

African American

1.2

17.1

9.2

Asian American

1.2

2.4

1.8

Native American

3.7

8.5

6.1

Native Hawaiian/
Pacific Islander

1.2

2.4

1.8

White

9.9

70.7

40.5

80.2

3.7

41.7

Race

Some other race
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Procedure
Enrollment criteria. Participants who met the enrollment criteria for
the study were women who were age 18 or older, were employed at the
time of the interview or were employed in the six months prior, and had
experienced intimate partner violence in current or former relationships
within the past year. It is important to interview battered women who had
recently left the workplace to identify potential factors that influence their
supervisor support and capacity to work. It is also important to understand
supervisor support for unemployed, abused women who have experienced
recent job loss. These participants may have experienced two of the study
outcomes, voluntary turnover and job termination, therefore including
recently employed women in the study could improve understanding of
these outcomes. In addition, including both Latina and non-Latina
participants allow for the development and validation of the IPV-WSA
measure in English and Spanish. Spanish-speaking Latina participants are
primarily from Mexico according to the US Census Bureau statistics for the
state of Oregon (2001).
Participant Recruitment. The participants were recruited primarily
through community partnerships with Hacienda Community Development
Center (Hacienda CDC), Volunteers of America (VOA), and Portland
Community College (PCC). In addition to the community partners, the
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sample was drawn from community sources in several counties in the
states of Oregon and southern Washington where the candidate and
promotora research assistants have relationships with agencies that
provide advocacy and referral services for IPV survivors in rural and urban
communities. Recruiting participants from a larger geographic area
improved on a simple convenience sample and the limitations of utilizing
such a sampling method. The external validity of the study was
strengthened somewhat with a sample that was more representative of the
population of interest for the dissertation study.
Hacienda CDC bilingual, bicultural promotoras, who are employed as
Latino community health workers, contacted women through their work
providing health education to groups of Spanish-speaking women. VOA
domestic violence advocate research assistants contacted women receiving
services through the county courthouse restraining order room where
restraining order applications are completed and through domestic violence
support groups. PCC distributed study flyers through the campus Women's
Resource and the New Directions Program that serve Spanish-speaking
Latina students. To protect women's safety the study was referred as the
"women's health" study.
Data Collection. The dissertation candidate, VOA trained research
assistants, and Hacienda CDC trained promotora research assistants
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administered a questionnaire comprised of self-report instruments to all
consenting women verbally through face-to-face interviews. Participants
gave self-reports on measures of demographics, supervisor support, LMX
relationship quality, support match, and work-related outcomes. The
purpose of the study and consent forms were verbally reviewed with each
participant (see Appendices H, I). The interviews were conducted in a
supportive, nonjudgmental manner and women were informed that they
could stop the interview at any time. While recognizing that the
circumstances of abuse may be distressing for women to discuss,
traumatized persons generally find expression of feelings useful (Birch &
Miller, 2000; Herman, 1992). Participants had an opportunity to debrief with
the interviewer at the close of the interview. In addition, advocacy and
safety planning was offered to each participant upon the completion of the
questionnaire. Participants were compensated $20 for their time and
contribution to the study.
Test-retest data collection. To assess item stability over time, the
IPV-WSA measure items were administered to 9 English and 10 Spanishspeaking participants a second time approximately 10 days after the first
survey administration. This short time frame was chosen because women
experiencing IPV tend to have less stability in terms of incidents of abuse in
the relationship, job retention and housing compared to women in intimate
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relationships with no abuse. It is important to have stability of the
phenomenon and the measure in order for test-retest correlations to be
meaningful in assessing reliability. A shorter time frame was advantageous
for two reasons. First, there was less time for change to occur in the
relationship such as increased violence. Second, it improved the likelihood
that women were reached for the follow-up data collection. The 10 day time
frame was long enough for memory bias effects to fade. This takes into
account that the first survey administration took approximately one hour and
consisted of 258 items, likely too many for participants to maintain a strong
recall of individual items. McKelvie (1992), reports that reliability estimates
under test-retest designs are not inflated due to memory effects. The
shorter follow-up survey contained the IPV-WSA items, perceived
supervisor support, relationship quality-LMX, and work-related outcome
measures. The retest questionnaire was administered by phone or in
person and it took approximately 15 minutes to complete the interview.
Participants were mailed or given a $20 gift card for compensation.
Protection against risk. The identity of each woman has been kept
confidential and participants were informed that no personal identifiers
would be recorded on the questionnaire forms and that the forms would be
stored in a locked file cabinet at Oregon Health & Science University. If they
chose, the women could leave their name and contact information on a
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sheet of paper for possible follow up contact by the research team for the
test-retest reliability step. This information was stored in a separate locked
file cabinet at Oregon Health & Science University Center for Health
Disparities Research. Researchers collecting data for the proposed study
followed all guidelines and protocols as authorized by the Oregon Health &
Science University Research Integrity Office Internal Review Board, Johns
Hopkins Institutional Review Board, and the Portland State University
Human Subjects Research Review Committee.
Translation. The survey packet was administered to English and
Spanish speaking participants. All survey measures were translated from
English into Spanish and then back-translated into English using a
committee approach following the procedure recommended by crosscultural researchers (Brislin, 1986; Marin & Marin, 1991). Adjustments were
made to the Spanish version after direct discussion between the translators
of discrepancies between the English and Spanish versions. Bilingual
bicultural research assistants verbally administered the questionnaire to
women in Spanish. Interviews in English and Spanish were conducted in
private spaces at the domestic violence outreach offices or shelters and
Latino community-based organizations.
Research training. All research team members and community
partner research assistants had appropriate training and experience in
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responsible conduct of research, and protection of research participants.
The dissertation candidate led research team members through training
including, informed consent, face-to-face interview techniques, data
collection, scripts for interviews, confidentiality and research protocols. The
research team created a resource manual on recruitment, data collection,
advocacy and safety protocols. Research assistants were instructed not to
exchange study participant information with partner agency administrative
or advocate staff not involved in the study.
Measures
Unless indicated otherwise, all scales described below used a fivepoint agreement scale with response options ranging from strongly disagree
(1) to strongly agree (5). The midpoint (3) is defined as neutral. Reported
alphas are from the present study.
Demographics form. Demographic data included the participants'
age, relationship status (never married, married, widowed, divorced,
separated, single living alone/with children, and single living with a partner),
employee and supervisor race/ethnicity based on the Census Bureau
(2000) format with two modifications (see Appendix D). In this format the
participant was asked, "Are you Spanish, Hispanic, or Latino?" If the
response was yes, the participant was asked to identify the subgroup of
Hispanic/Latinos to which she belonged. In one modification to the Census
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Bureau format (2000), Central American and South American categories
were added subgroups. Then, the woman was asked, "What is your race?"
More than one category may be marked. In the second modification, the
group of eleven Asian race categories was collapsed into two categories,
Native Hawaiian or other Pacific Islander and Asian with the option to
specify which Asian category a woman might identify as. A woman also had
the option to mark "other" to indicate some other race (SOR) and could
have specified what the other race was (see Appendix C).
The 2000 Census questions have been critiqued for not adequately
measuring race in Hispanic/Latino groups (Suro & Tafoya, 2004). Tafoya
(2004) suggests that this may be due to the complexity of identities in this
group. People who identify their origin as Spanish, Hispanic, or Latino may
be of any race. Moreover, identities are socially constructed and contextspecific. One context of concern for Hispanics/Latinos is immigration and
acculturation. Tafoya notes that in the 2000 United States Census, 42% of
the Hispanic population reported "some other race" and 48% reported their
race as white. Hispanic respondents who reported their race as white were
more educated, more likely to be citizens, more likely to speak English
exclusively, and were more often intermarried with non-Hispanic whites.
Tafoya suggests that, for Hispanics, the boundaries of racial identity shift
over time, the meaning of racial identity includes aspects other than skin
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color, and whiteness represents "belonging, stature, and acceptance"
(2004, p. 6). Therefore, to improve on the measurement of race/ethnicity
demographics, questions asking participants to identify country of birth and
how long living continuously in the United States were also included in the
demographics form.
Additional demographic questions included, educational level
(highest grade completed, GED, some college, and vocational) employment
status (working full time, working part time), job type, economic status
(family monthly gross income level in $500 increments), and household
make-up (number of people in household, number of children, number of
children living at home, and living in own household, with partner's family,
with own family).
IPV support match. Social support match in the workplace was
measured on a 20-item behavior-based scale (IPV-WSA) developed for the
study and piloted in a prior study. The scale consists of 20 statements
about different possible support actions related to IPV. Respondents
answered "yes" or "no" to two questions: a) "Did your supervisor do this?"
and b) "Did you want your supervisor to do this?" A sample item is
"Informed me about the company policy for domestic violence." The series
of supervisor support items reflecting women's received and wanted
support responses were classified for each woman according to the social
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support taxonomy as positive congruent support, support omission, support
commission and null support (Reynolds & Perrin, 2004). This was
accomplished by computing for each woman the percentage of the items
wanted that were actually received (positive congruent support) and those
they did not want but received (support commission).
The IPV-WSA measure variables of positive congruent support and
support commission were computed as follows:

Positive congruent support (PCS) is the match between support the abused
woman wanted from the supervisor and support received.

PCS = # of support items wanted and received

X 100

# of support items wanted
Support commission (COM) is the mismatch between support the abused
woman wanted from the supervisor and support received.

COM = # of support items not wanted and received

X 100

# of support items not wanted

Only two of the four types of support were included in the proposed
regression analyses because the percentages of received items - positive
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congruent support and support commission sum to 100 as do the
percentages of the not received items - support omission and null support.
The full measure can be found in Appendix B.
Perceived supervisor support. To assess employee perceptions that
their supervisor valued their contribution and cared about their well-being,
eight items were selected from the Survey of Perceived Organizational
Support (SPOS) and adapted in the same manner as previous researchers
(Eisenberger, Cummings, Armeli, & Lynch, 1997; Lynch, Eisenberger, &
Armeli, 1999; Rhoades, Eisenberger, & Armeli, 2001), and others, replacing
the term organization with the word supervisor. A sample item is, "My
supervisor really cares about my wellbeing." The scale had an internal
consistency of .92 in the current study. The full measure is presented in
Appendix D.
Leader-member exchange (LMX) relationship quality. LMX
relationship quality between employee and supervisor was measured from
the employee's perspective. The four dimensional scale is comprised of
twelve items reflecting four interrelated dimensions: affect, loyalty,
contribution and respect. Using second-order confirmatory factor analysis
(CFA), Liden and Maslyn demonstrated that these four dimensions of LMX
load on a single higher order factor or global factor. These findings led
Liden and Maslyn to state that the LMX-MDM was appropriate for
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load on a single higher order factor or global factor. These findings led
Liden and Maslyn to state that the LMX-MDM was appropriate for
assessing LMX dimensions or global LMX. Therefore, overall relationship
quality from the employee's perspective was assessed by averaging items
to form a composite score. A sample item is, "I like my supervisor very
much as a person." The reliability for the measure was .92. The full
measure can be found in Appendix E.
Ethnicity match. A categorical variable with two levels was created to
capture race/ethnicity match between the abused woman's ethnicity and
that of her supervisor. A value of 1 was assigned to a dyad if both members
are Latino indicating a match or if both members are non-Latino. A value of
0 was assigned if there was no ethnicity match in the dyad, if the woman
was Latino and her supervisor was non-Latino, or if the woman was nonLatino and her supervisor was Latino.
Gender match. A categorical variable with two levels was created to
determine gender match between an abused woman and her supervisor. A
value of 0 was assigned if the woman's supervisor was male. A value of 1
was assigned to a dyad if both members were female.
Workplace gender composition. Workplace gender composition was
measured with one item, "What is the gender makeup of your workplace?"
Participants responded on a continuous scale (1 = mostly male, 2 = more
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percentage measure was not used due to varying literacy levels of the
participants.
Job satisfaction. The degree that women were satisfied with their
jobs was measured with a three-item global satisfaction measure from the
Michigan Organizational Assessment Questionnaire (Camman, Fichman,
Jenkins & Klesh, 1983). An example is, "In general, I like working here."
The internal consistency reliability for the scale was .82. Higher scores
indicate a greater degree of job satisfaction. The measure items can be
found in Appendix F.
Work withdrawal behavior. To measure withdrawal behavior, ten
work withdrawal items were adapted from the Work Withdrawal Behavior
Scale and measured the frequency of reported behavioral responses at
work as related to IPV in the past year (Hanisch & Hulin, 1991). Withdrawal
behavior in the adapted scale refers to employee's reduction of active
participation in the organization related to experiencing IPV. The scale
range is from 1 to 5 and includes the response options of never, seldom,
sometimes, often and constantly. Psychological work withdrawal assessed
difficulty concentrating at work. An example is, "How often in the past year
have you not done work as well because of difficulty concentrating?" The
alpha for psychological work withdrawal was .74. Physical withdrawal items
assess levels of tardiness, absenteeism, and leaving work early. An
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example is, "How often in the past year have you been missing work
because of the abuse in your relationship?" The internal consistency for
physical work withdrawal was .71. Higher scores indicate greater work
withdrawal behaviors. The measure is presented in Appendix G.
Voluntary turnover. The item, "Did you stop going to your job for
reasons related to abuse by your partner?" assessed voluntary turnover in
the past year. The response option is dichotomous, no = 0, yes = 1.
Job reprimands. One question assessed if women were reprimanded
at work related to IPV, "Were you reprimanded at work for reasons related
to abuse by your partner?" The response option is dichotomous, no = 0, yes
= 1.
Job termination. To assess if a woman lost a job in the past year,
each woman was asked, "Were you let go from your job for reasons related
to abuse by your partner?" The response option is dichotomous, no = 0, yes
= 1.
Control variables. In regression analyses, number of hours worked
per week and job tenure with a supervisor were included as control
variables. To control for a variable is to try to separate its effect from the
predictor-criterion variable relationship, so it will not confound with the
relationship of interest. Number of hours worked and job tenure are two
variables related to amount of contact with a supervisor and may be
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confounded with the variables of supervisor support match, supervisor
support, and LMX relationship quality. Employees who have spent more
time working with their supervisors typically have more opportunities to
develop a relationship and gain the support of a supervisor. In comparison,
employees who have worked with their supervisors for a few months or on
a part-time basis may have not yet gained the trust and support of their
supervisors.
Statistical Analysis
Data analysis. The data from study interviews were entered into a
computer, cleaned and analyzed using SPSS Version 15.0 software. The
only identifiable information was the code number assigned to each
participant's record. Prior to analyzing and interpreting data, the research
team completed final data editing and verification comparing the computer
database with all hard-copy surveys. Frequency distributions were created
to screen for any coding or entry errors and distributions were examined for
outliers, skewness, normality, and distributional suitability for further
analyses. Upon examination of frequency distributions and histograms for
the six continuous variables used in multiple regressions, I determined that
the variables adequately met the assumptions for the analyses. Logistic
regression has only one assumption, that the outcome variable be discrete,
and this assumption was met.
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I examined the bivariate correlations between study variables to
assess the strength and magnitude of associations between variables.
Hypotheses 1-7 were tested using multivariate analyses. Hierarchical
multiple regressions were conducted for the continuous dependent
variables of positive congruent support, support commission, LMX
relationship quality, job satisfaction, psychological work withdrawal, and
physical work withdrawal. Hierarchical logistic regression analyses were
conducted for the binary work outcome variables of voluntary turnover, job
reprimands, and job termination. All multivariate analyses were conducted
using a criterion of a = .05 in two-tailed tests. This means when an event of
probability less than or equal to alpha has occurred, I can reject the null
hypothesis. Rejecting the null means that there is a statistically significant
association between two variables or that there is a significant effect when
a set of independent variables is regressed on a dependent variable. If the
event of probability is greater than alpha, there is not enough evidence to
reject the null. The p-value statistic greater than .05 is interpreted as the
probability that the finding is due to chance alone.
Regression analyses employing the social support types included
only two of the four types of support because the percentages of received
items - positive congruent support and support commission sum to 100 as
do the percentages of the not received items - support omission and null
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support. The two pairs cannot be included in a regression simultaneously
because matrix singularity will result. Therefore, the two measures of what
a woman received (positive congruent support and support commission)
were used in the regression analyses. If the regressions were conducted
using the null support and support omission, the results would be identical
to using the positive congruent support and support commission due to the
percentage of positive congruent support being a function of percentage of
support commission and the percentage of null support being a function of
the percentage of support omission.
Missing Data. Preparation of data included verification and cleaning.
The pattern of missing data was examined to determine if data were
missing at random. When individual items contributing to multi-item scales
were missing, data were imputed using the recommendations given by the
scale developer or by using the 75% rule. Any case not meeting the
eligibility criteria or missing data from complete scales was deleted.
Statistical Power Analysis
A post hoc power analysis for the multiple regression analyses was
conducted using PASS software (NCSS; 2002). Power is the probability of
rejecting a false null hypothesis and .80 is considered an acceptable
criterion for power.

96
Multiple hierarchical regression. The relationship between variables
in the largest hierarchical regression model measuring supervisoremployee support relationships and the work outcome of job satisfaction
ranges from .02 to .09 (2% to 9% variance explained). The largest
regression model had 8 independent variables. With the actual analysis
sample size of 139, alpha level of .05, and 8 independent variables, I was
able to detect with power of .77, a 5% unique contribution of a single
independent variable if the other variables in the model explain 4% of the
variance in the dependent variable. Therefore, the analysis for the largest
multiple hierarchical regression model was somewhat underpowered. I am
more likely to risk making a Type II error (false negative, thinking there is no
relationship when in reality there is) with an analysis conducted with low
power.
Logistic hierarchical regression. Logistic regressions of the binary
response variables, voluntary turnover, job reprimands, and job termination
were conducted with an actual analysis sample size of 142 and alpha level
of .05, and 8 independent variables. The post hoc power analysis was
computed with X as a continuous variable because 5 out of the 8 predictors
were continuous variables.
The analysis for voluntary turnover achieved 80% power to detect a
change in the probability of Y=1, from the value of 0.340 at the mean of X to
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0.446 when X is increased to one standard deviation above the mean. This
change would result in an odds ratio of 1.56. The analysis for job
reprimands achieved 80% power to detect a change in the probability of
Y=1, from the value of 0.370 at the mean of X to 0.476 when X is increased
to one standard deviation above the mean. The odds ratio of 1.55 would be
the result of this change. Finally, when power was computed for job
reprimands, 80% power was reached with the ability to detect a change in
the probability of Y=1, from the value of 0.170 at the mean of X to 0.264
when X is increased to one standard deviation above the mean. This
change would result in an odds ratio of 1.75. The large logistic regression
model analysis had adequate power to detect differences when they
actually exist.
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CHAPTER V
STUDY FINDINGS
This chapter provides the results of the aforementioned analyses.
First, the preliminary analyses are discussed. This is followed by summary
statistics for the variables examined in this study. Finally, the results of the
SPSS analyses are reported and interpreted.
Preliminary Analyses
Zero order correlations, scale reliabilities, means and standard
deviations for the study variables are presented in Tables 3 and 4 (pp. 100101). Prior to conducting the study analyses, I examined the zero-order
correlations of the independent variables of positive congruent support,
support commission, perceived supervisor support, LMX relationship
quality, ethnicity match, gender match, and workplace gender composition
with the dependent variables of job satisfaction, job reprimands, work
withdrawal behaviors, voluntary turnover, and job termination and control
variables of hours worked per week and job tenure. Pearson's coefficient
for correlation was examined for each analysis for the magnitude and
direction of each bivariate relationship and significance was tested.
LMX relationship quality was highly correlated with supervisor
support (r = .84, p < .001) indicating this construct was indistinguishable
from perceived supervisor support and was, therefore, not included in
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subsequent analyses with perceived supervisor support because
multicollinearity could be an issue and one measure of supervisor support is
adequate for the purpose of establishing the criterion validity of the IP VWSA measure. In the following sections, I report on the findings from the
test-retest reliability and Hypotheses 1-7.
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14. Job reprimands

-.01

-.09

-.01

.07

.09

-.07

-.02

-.09

-.06

-.05

-.11

-.10

2

Variables

-.21

.02

.01

.03

.21

-.02

.02

.03

.25

.31

-.14

(.82)

3

.26

-.01

.09

.03

-.07

.09

.00

.05

-.11

-.15

(.84)

4

-.26

-.00

.00

-.08

.11

-.09

-.10

.04

.84

(.92)

5

7

.06

.01

.46

8

-.15

-.03

.08

.02

9

.09 -.02

.02

.07 . .00

.06 -.15
-.06 -.05

.05

-.02 -.02 -.03

.10 -.09

-.04

-.06 -.09

.20

(.92)

6

-.10

-.06

.15

-.09

(.82)

10

.28

.30

.42

(.74)

11

.33

.21

(.71)

12

.25

13

14

15. Job termination
163 -.11 -.10 -.16
.14 -.29 -.20 .19 .02 -.04
.00
.07
.19 -.12 .39
Note. Internal reliability coefficients (alphas) and test-retest reliability estimates appear in parentheses along the main diagonal.
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tailed. N = 158-163.
°

-.05

-.03

.20

.01

.02

.04

.07

162

.18

3. Positive Congruent Support

162
150

Hours per Week

1

2. Job Tenure

1.

N

Table 3 Bivariate Correlations of Study
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Table 4 Means and Standard Deviations of Study Variables
Latina
subgroup
N = 82
Variable

M

non-Latina
subgroup
N = 81

Total
sample
N =163

SD

M

SD

M

SD

Hours worked

27.82

14.28

26.87

17.81

27.35

16.10

Job tenure

17.69

16.07

12.54

8.80

15.08

13.12

Supervisor support

3.03

.94

3.27

1.16

3.15

1.06

Leader-Member

3.03

.89

3.45

.95

3.24

.94

36.59

31.33

47.26

31.75

42.00

31.90

Support Commission

5.71

14.85

9.40

17.40

7.57

16.24

Work Gender
Composition

2.92

.92

2.89

.96

2.91

.94

Job Satisfaction

3.46

1.12

3.49

1.12

3.48

1.11

Psychological Work
Withdrawal

3.63

.86

3.46

.85

3.54

.86

Physical Work
Withdrawal

1.92

.68

2.02

.87

1.97

.78

Binary Variable

%

%

%

Ethnicity Match

52

98

75

Gender Match

57

47

52

Voluntary Turnover

42

26

34

Job Reprimands

32

43

37

Job Termination

04

30

17

Positive Congruent
Support
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IPV-WSA Measure Reliability and Item Frequencies
To assess item stability over time, the IPV-WSA measure items
assessing wanted and received support were administered to 10 English
and 10 Spanish-speaking participants at the initial survey administration
and again in a second interview approximately 10 days later. The test-retest
design yields relevant information on instrument reliability when there is
reasonable assurance that the person being assessed has not changed. All
20 participants were asked if any violent incidents, restraining order
violations, or job changes occurred in the 10 day period between survey
administrations. One participant reported that she was terminated from her
job because of problems related to IPV. This case was not included in the
reliability analysis. The bivariate correlations of the PCS and COM scales
were analyzed yielding a Pearson's r for time 1 and time 2. The reliability
estimate for PCS was r - .84, p < .001. The reliability for COM was r =.82, p
< .001. These correlations indicate that the scale dimensions demonstrate
good test-retest reliability. Tables 5 and 6 below present the scale items for
wanted and received support and not wanted and not received support
respectively.
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Table 5
IPV-WSA Items and Percent of Wanted and Received Supervisor Support
Wanted
Support
%
65.4

Received
Support
%
53.7

2. Treated me as if nothing were wrong.

62.7

60.9

3. Made a phone call to get me help.

38.2

13.2

4. Listened to my problems in a private place.

62.7

41.6

5. Helped me get housing if I needed to move.

34.6

8.0

6. Lightened my workload but kept my hours the same.

59.0

16.0

7. Gave me information on DV services.

60.2

14.9

8. Gave me advice about my relationship.

30.1

22.7

9. Informed me about company policy on domestic violence.

67.7

3.7

10. Helped me get economic assistance.

49.1

6.7

11. Let me take an unpaid leave of absence.

71.0

27.8

12. Kept my problems confidential.

90.3

63.4

13. Helped me get legal assistance.

41.0

6.8

14. Provided a security guard to escort me after work.

27.7

7.5

15. Allowed me to take a draw on my paycheck.

55.8

14.2

16. Gave me paid time off to deal with my abusive
relationship.

71.2

12.3

17. Asked me what kind of help I wanted.

71.6

25.8

18. Showed concern for me.

80.1

54.0

19. Encouraged me to get a restraining order/legal help.

43.5

24.5

20. Required me to get a restraining order/legal help.

11.7

.6

N = 163
1. Approached me and asked if I was okay.
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Table 6
IPV-WSA Items and Percent of Not Wanted and Not Received Supervisor Support

N = 163
1. Approached me and asked if I was okay.

Not
Wanted
Support
%
34.6

Not
Received
Support
%
46.3

2. Treated me as if nothing were wrong.

37.3

39.1

3. Made a phone call to get me help.

61.8

86.8

4. Listened to my problems in a private place.

37.3

58.4

5. Helped me get housing if I needed to move.

65.4

92.0

6. Lightened my workload but kept my hours the same.

41.0

84.0

7. Gave me information on DV services.

39.8

85.1

8. Gave me advice about my relationship.

69.9

77.3

9. Informed me about company policy on domestic
violence.
10. Helped me get economic assistance.

32.3

96.3

50.9

93.3

11. Let me take an unpaid leave of absence.

29.0

72.2

12. Kept my problems confidential.

9.7

36.6

13. Helped me get legal assistance.

59.0

93.2

14. Provided a security guard to escort me after work.

72.3

92.5

15. Allowed me to take a draw on my paycheck.

44.2

85.8

16. Gave me paid time off to deal with my abusive
relationship.

28.8

87.7

17. Asked me what kind of help I wanted.

28.4

74.2

18. Showed concern for me.

19.2

46.0

19. Encouraged me to get a restraining order/legal help.

56.5

75.5

20. Required me to get a restraining order/legal help.

88.3

99.4
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Item-level frequency. Table 5 presents the item-level responses as
frequencies of participant wanted and received support. The most wanted
(90.3%) and received (63.4%) item was "Kept my problems confidential."
"Showed concern for me was also highly wanted (80.1%) and received
(54%). The least wanted (11.7%) and least received item (.6%) was
"Required me to get a restraining order/legal help." Respondents wanted
the item, Informed me about company policy on domestic violence,"
(67.7%). However, most respondents reported that they did not receive this
information (96.3%).
Table 6 presents the item-level responses as frequencies of
participant not wanted and not received support. The most reported not
wanted items were "Gave me advice about my relationship," (69.9%) and
"Provided a security guard to escort me after work," (72.3%). Respondents
also reported that they did not receive this item (92.5%).
Research Questions 1-2 and Associated Hypotheses 1-5
Overview. All the research questions in the study were posed with
the purpose of assessing the criterion-related validity of the IPV-WSA
measure, in particular, positive congruent support (support wanted and
received) and support commission (support not wanted and received). The
first research question is addressed by Hypotheses H1a-b and H2a-b and
asked if the amount of positive congruent support received and the amount
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of support commission received from a woman's supervisor related to an
abused woman's and perceived supervisor support and LMX relationship
quality with her supervisor. Table 7 presents the findings for the first
research question.
The second research question, examined by Hypotheses H3a-b
through H5a-b, concerns relational demography as a proxy for support and
asked if the amount of positive congruent support received and the amount
of support commission received from a woman's supervisor related to an
abused woman's ethnicity match with her supervisor, gender match, and
workplace gender composition. Tables 8-10 present the findings for this
research question.
As explained previously, the amount of positive congruent support
received represented the degree of IPV support match between a woman
and her supervisor. The amount of support commission received
represented the degree of IPV support mismatch between a woman and
her supervisor. In all regression analyses, positive congruent support and
support commission were entered into the same model to compare the
contributions made by each type of support toward predicting the
dependent variable. In addition, The IPV-WSA variables of positive
congruent support and support commission (scored from 0-100) were
rescaled into 10 point increments to improve interpretability for logistic
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regression analyses only. Control variables of hours worked per week and
job tenure were included in all multiple and logistic regression analyses.
Hypotheses 1a-b. Hypothesis 1a stated that positive congruent
support is positively related to perceived supervisor support and Hypothesis
1 b states that support commission is negatively related to perceived
supervisor support. Together, positive congruent support and support
commission predicted 10% of the variance in job satisfaction scores (Aft 2 =
.10, F ( 1 , 144) = 4.24, p < .01). Only positive congruent support was a
unique predictor of supervisor support (/3 = .28, p < .01) after accounting for
hours worked per week and job tenure. Percent of support commission was
not significantly predictive of supervisor support (jS = -.12, p = .15). Percent
of positive congruent support from a supervisor significantly predicted
general supervisor support scores in a positive direction as expected after
accounting for the control variables of hours worked per week and job
tenure. This finding suggests that abused women experience greater
general supervisor support when they have a higher percentage of support
match (PCS) from their supervisor.
Hypotheses 2a-b. Hypothesis 2a stated that positive congruent
support is positively related to LMX relationship quality and Hypothesis 2b
stated that support commission is negatively related to LMX relationship
quality. Together, positive congruent support and support commission
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predicted 7% of the variance in LMX relationship quality scores (AR2 = .07,
F ( 1 , 144) = 2.87, p < .05). Only positive congruent support was a unique
predictor of LMX relationship quality (/3 = .24, p < .01) after accounting for
hours worked per week and job tenure. Percent of support commission was
not significantly predictive of LMX relationship quality (/3 = -.09, p = .27).
Percent of positive congruent support from a supervisor significantly
predicted LMX relationship quality scores in a positive direction as expected
after accounting for the control variables of hours worked per week and job
tenure. This finding suggests that abused women experience greater LMX
relationship quality when they have a higher percentage of support match
(PCS) from their supervisor.
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Table 7
Results of Regression Analyses Predicting Supervisor Support and LeaderMember Exchange (N = 148, 147)
Supervisor Support
Variable

R2

AR2

Stepl

.00

.00

.25

df

AF

146

.25

.78

Hours Work/Week

.04

.41

.68

Job Tenure

-.05

-.64

.53

Step 2

.11

.10

4.24

144

8.20

Positive
Congruent
Support
Support
Commission

.00***
.28

3.47

.00***

-.12

-1.45

.15

Leader-Member Exchange
Stepl

.00

.00

.31

145

.31

.74

Hours Work/Week

-.01

-.16

.88

Job Tenure

-.06

.73

.47

Step 2
Positive
Congruent
Support

.07

.07

2.87

143

5.42

.01**
.24

2.86

.01**

.27
-.09 -1.11
Support
Commission
Note. Supervisor support and Leader-member exchange scores range from 1-5. Positive
congruent support and support commission scores range from 0-100. Higher scores in all
measures indicate greater amounts of each construct.
*p<.05, **p<.01, ***p<.001
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The second research question was assessed with Hypotheses 3, 4
and 5 and examined the question of whether the amount of positive
congruent support received and the amount of support commission
received from a woman's supervisor are related to an abused woman's
ethnicity, supervisor ethnicity, woman/supervisor ethnicity match, supervisor
gender and workplace gender composition.
Hypothesis 3a-b. Hypotheses 3a and b stated that ethnicity match
between a woman and her supervisor is positively related to positive
congruent support and negatively related to support commission. Analyses
yielded nonsignificant results for positive congruent support and
commission after controlling for hours worked per week and job tenure. The
model results for the dependent variable positive congruent support were
(AR2 = .01, F (1, 143) = .61, p = .61) and for commission, (AR2 = .02, F (1,
143) = .61, p = .75). Therefore, the null hypothesis was not rejected.1
Hypothesis 4a-b. Hypotheses 4a and b stated that gender match
between a woman and her supervisor is positively related to positive
congruent support and negatively related to support commission. Analyses

1 Two additional regression analyses for ethnicity match were conducted with three
dummy coded independent variables for ethnicity match, a variable with four levels of
match between an employee and her supervisor, Latino-Latino (LL), Latino-nonLatino
(LN), nonLatino-Latino (NL), and nonLatino-nonLatino(NN). Step one included control
variables and step 2 included the three dummy coded variables described, LL, LN, NL,
with NN as the reference group. The dependent variables were positive congruent
support and support commission in the regression analyses. Both analyses yielded
nonsignificant results after controlling for hours worked per week and job tenure.
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yielded nonsignificant results for positive congruent support and
commission stepped into the model together after controlling for hours
worked per week and job tenure. The model results for the dependent
variable positive congruent support were (AR2 = .00, F (1, 144) = .99, p =
.40) and for commission, (AR2 = .00, F (1, 144) = .79, p = .50). Therefore,
the null hypothesis was not rejected.
Hypothesis 5a-b. Hypotheses 5a and b stated that numbers of
women in the workplace are positively related to positive congruent support
and negatively related to support commissions. Analyses yielded
nonsignificant results for positive congruent support and commission. The
model results for the dependent variable positive congruent support were
(AR2 = .00, F (1, 141) = .81 p = .49) and for commission, (AR2 = .01, F (1,
141) = .1.04, p = .38). The null hypothesis was not rejected.
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Table 8
Results of Regression Analyses Predicting Positive Congruent Support and
Support Commission from Ethnicity Match (N = 146)
Positive Congruent Support
Variable

R2

^R^

F

df

AF

Stepl

.01

.01

.91

144

.91

)S

t

P
.41

Hours Work/Week

.05

.60

.55

Job Tenure

-.11

-1.30

.20

Step 2

.01

.00

.61

143

.02

Ethnicity Match

.88
.01

.15

.88

Support Commission
Stepl

.02

.02

1.12

144

.33

1.12

Hours Work/Week

-.06

-.67

.51

Job Tenure

-.10

-1.21

.23

Step 2
Ethnicity Match

.02

.00

.75

143

.87

.03
.01

.16

.87

Note. Positive congruent support and support commission scores range from 0-100.
Ethnicity match is a binary variable. Higher scores in ail measures indicate greater amounts
of each construct.
*p<.05, **p<.01
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Table 9
Results of Regression Analyses Predicting Positive Congruent Support and
Support Commission from Gender Match (N=147)
Positive Congruent Support
Variable

R2

AR2

F

df

AF

Stepl

.02

.02

1.50

145

1.50

/3

t

P
.23

Hours Work/Week

.09

1.11

.27

Job Tenure

-.13

-1.51

.13

Step 2

.02

.00

.99

144

.91

.01

Gender Match

.01

.11

.91

Support Commission
Stepl

.02

.02

1.18

145

.31

1.18

Hours Work/Week

-.07

-.78

.44

Job Tenure

-.10

-1.16

.25

Step 2
Gender Match

.02

.00

.79

144

.95

.01
.01

.07

.95

Note. Positive congruent support and support commission scores range from 0-100.
Gender match is a binary variable. Higher scores in all measures indicate greater amounts
of each construct.
*p<.05, **p<.01
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Table 10
Results of Regression Analyses Predicting Positive Congruent Support and
Support Commission from Work Gender Composition (N = 144)
Positive Congruent Support
Variable
Step 1

AR2
.02

.02

1.22

df

AF

142

1.22

Hours
Work/Week
Job Tenure
Step 2

.02

.00

.81

141

J3
.30
.05

.62

.54

-.13

-1.52

.13

.01

Work Gender
Composition

.92
-.01

-.10

.92

Support Commission
Stepl

.02

.02

1.08

142

1.08

Hours
Work/Week
Job Tenure
Step 2
Work Gender
Composition

.02

.01

1.04

141

.34
-.06

-.74

.46

-.10

-1.12

.26
.33

.95
.08

.98

.33

Note. Positive congruent support and support commission scores range from 0-100. Work
gender composition scores range from 1-4. Higher scores in all measures indicate greater
amounts of each construct.
*p<.05, **p<-01
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Research Questions 3-4 and Associated Hypotheses 6-7
Research questions 3 and 4 concern work-related outcomes and
relationships between supervisor support, relational demography variables,
work outcomes, and positive congruent support and support commission.
Hypothesis 6 evaluates the criterion validity between work outcomes and
positive congruent support and support commission with Hypothesis 7
assessing incremental validity between work outcomes and positive
congruent support and support commission after accounting for perceived
supervisor support, ethnicity match, gender match, and workplace gender
composition. The control variables of hours worked per week and job tenure
are included in all analyses. Tables 11-16 present the results for
Hypotheses 6 and 7 by work outcome. Table 17 presents a summary of the
study hypotheses and findings.
Overview of Regression Models by Dependent Variable
The purpose of Hypotheses 6a-f and Hypotheses 7a-f was to
understand the relationships between type of support and work outcomes
for employed survivors of IPV and to determine criterion validity for the IPVWSA. Hypotheses 6a-f stated that positive congruent support and support
commission are related to work outcomes. Hypotheses 7a-f assess
incremental validity and stated that positive congruent support and support
commission are more strongly associated with work outcomes than
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supervisor support, ethnicity match, gender match, and workplace gender
composition. Hierarchical multiple regressions were conducted to evaluate
the associations between PCS and COM with job satisfaction,
psychological and physical work withdrawal. Hierarchical logistic
regressions were conducted to examine associations between PCS and
COM with voluntary turnover, job reprimands, and job termination. The
control variables of hours worked per week and job tenure were entered in
Step 1. Hypotheses 6a-f were tested in Step 2 with the addition of positive
congruent support and support commission variables. In Step 3,
Hypotheses 7a-f were tested by entering the variables of supervisor
support, ethnicity match, gender match and work gender composition into
the models. Full results for Hypotheses 6a-f and 7a-f are presented in
Tables 10 through 15. The tables present each model by dependent
variable with Step 2 testing Hypotheses 6a-f and Step 3 testing Hypotheses
7a-f. Table 16 summarizes the study hypotheses and findings.
Hypotheses 6a, 7a. Hypothesis 6a, stated that positive congruent
support is positively related to job satisfaction and support commission is
negatively related to job satisfaction and H7a tested the same model with
the addition of supervisor support, ethnicity match, gender match, and
workplace gender composition to establish incremental validity. The control
variables of hours worked per week and job tenure contributed 1 % of the
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variance in Step 1 of the model. In Step 2, the variables of hours worked
per week and job tenure, positive congruent support, and support
commission accounted for 8% of the variance in job satisfaction scores (R2
= .08, AR2 = .07, AF (2,135) = 4.88, p < .01). The addition of positive
congruent support and support commission in this step contributed an
additional 7% of the variance. Only positive congruent support was uniquely
associated with job satisfaction (/3 = .23, p < .01). Percent of support
commission was not significantly associated with job satisfaction (/3 = -.06,
p = .46).
In Step 3 of the full model, the variables accounted for 9% of the
variance in job satisfaction scores (ft 2 = .09, A/?2 = .01, AF(4, 131) = .28, p
= .89). Controlling for the four additional support and relational demography
variables in Step 3 had little impact on change in the model with an
increase of 1% in the variance. In this largest model, only positive
congruent support was uniquely associated with job satisfaction (/3 = .23, p
£ .01). Percent of support commission was not significantly associated with
job satisfaction (/3 = -.06, p = .46). Percent of positive congruent support
from a supervisor was significantly associated with job satisfaction scores in
a positive direction as expected after accounting for control variables and
support proxy variables. This finding suggests that abused women
experience greater job satisfaction when they have a higher percentage of
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support match (PCS) from their supervisor after accounting for other
supervisor support and relational demography variables.
Hypotheses 6b, 7b. Hypothesis 6b stated that positive congruent
support is negatively related to psychological work withdrawal and support
commission is positively related to psychological work withdrawal. H7b in
Step 3 added the variables of supervisor support, ethnicity match, gender
match, and workplace gender composition to establish incremental validity.
In Step 2 of the model, hours worked per week, job tenure, positive
congruent support, and support commission accounted for 5% of the
variance in psychological work withdrawal scores (R2 = .05, AR2 = .01, AF
(2, 137) = .66, p = .52). In Step 3 of the full model, the variables accounted
for 8% of the variance in psychological work withdrawal scores (R2 = .08,
Af?2 = .03, AF (4,133) = .92, p = .46). The null hypothesis was not rejected
for H6b and H7b.
Hypothesis 6c, 7c. Hypothesis 6c stated that positive congruent
support is negatively related to physical work withdrawal and support
commission is positively related to physical work withdrawal. H7c, in Step 3,
added the variables of supervisor support, ethnicity match, gender match,
and workplace gender composition in the model to establish incremental
validity. In Step 2 of the model, hours worked per week, job tenure, positive
congruent support, and support commission accounted for 1% of the
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variance in physical work withdrawal scores (R2 = .01, A R2 = .00, AF (2,
137) = .19, p = .83). In Step 3, the full model results were only slightly
changed (R2 = .04, A/?2 = .03, AF (4,133) = 1.00, p = .41). Both steps
yielded nonsignificant results, therefore, the null hypothesis was not
rejected for H6c and H7c.
Hypothesis 6d, 7d. Hypothesis 6d stated that positive congruent
support is negatively related to voluntary turnover and support commission
is positively related to voluntary turnover. Hypothesis 7d added the
variables of supervisor support, ethnicity match, gender match, and
workplace gender composition in the model to establish incremental
validity. Step 2 yielded nonsignificant results, [ ^ ( 4 , N = 142) = 2.63, p =
.59], as did Step 3 [ / ( 4 , N = 142) = 6.68, p = .57]. Therefore, the null
hypothesis was not rejected for H6d and H7d.
Hypothesis 6e, 7e. Hypothesis 6e stated that positive congruent
support is negatively related to job reprimands and support commission is
positively related to job reprimands. Hypothesis 7e the variables of
supervisor support, ethnicity match, gender match, and workplace gender
composition were added to the model to establish incremental validity.
A logistic regression was conducted with hours worked per week,
job tenure, positive congruent support, and support commission entered in
Step 2. The model in Step 2 showed a significant probability value, ^ ( 4 , N
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= 142) = 12.14, p = .02, indicating that, as a set, the independent variables
are reliably associated with job reprimands. However, support commission
was the only variable of the four that was significantly associated with job
reprimands.
For every increase in 10 points of positive congruent support, the
odds of receiving a reprimand are decreased by a factor of .92, [p = .17,
95% CI (.82,1.04)]. As such, positive congruent support was not
significantly associated with job reprimands.
For every increase in 10 points of support commission, the odds of
receiving a reprimand are increased by a factor of 1.43, \p = .02, 95% CI
(1.07,1.90)]. An increase in support mismatch, or receiving more unwanted
support from a supervisor, increases the likelihood of receiving job
reprimands. Support commission, or mismatch in support, is significantly
associated with job reprimands in the model.
In Step 3, the variables of supervisor support, ethnicity match,
gender match and work gender composition were added to the model. The
model showed a significant probability value, ^{4, N = 142) = 25.85, p =
.02), indicating that, as a set, the independent variables are reliably
associated with job reprimands. However, support commission was the only
variable of the eight that was significantly associated with job reprimands.
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For every increase in 10 points of positive congruent support, the
odds of receiving a reprimand are decreased by a factor of .96, [p = .51,
95% CI (.85,1.09)]. As such, positive congruent support was not
significantly associated with job reprimands.
For every increase in 10 points of support commission, the odds of
receiving a reprimand are increased by a factor of 1.37, [p = .02, 95% CI
(1.05,1.79)]. An increase in support mismatch, or receiving more unwanted
support from a supervisor, increases the likelihood of receiving job
reprimands. Support commission, or mismatch in support, is significantly
associated with job reprimands in the model after accounting for control
variables, supervisor support, and relational demography variables.
Hypothesis 6f, 7f. Hypothesis 6f stated that positive congruent
support is negatively related to job termination and support commission is
positively related to job termination. Hypothesis 7f added the variables of
supervisor support, ethnicity match, gender match, and workplace gender
composition in the model to establish incremental validity.
A logistic regression was conducted with hours worked per week,
job tenure, positive congruent support, and support commission entered in
Step 2. Step 2 yielded significant results, [/(4,
did Step 3 [/(4,

N - 142) = 9.63, p = .05], as

N = 142) = 25.85, p = .001]. However, in Step 2, no

individual variable was significant and in Step 3 when supervisor support,
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ethnicity match, gender match and work gender composition were added to
the model, the confidence interval for ethnicity match was extremely wide
(.98 - 21.96). Upon closer examination, one cell in the classification has
only 2 cases that may be contributing to instability in the model and
imprecise measurement. Therefore, the null hypothesis was not rejected for
H6f and H7f.
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Table11
Results of Hierarchical Regression Analysis Predicting Job Satisfaction from
Positive Congruent Support and Support Commission (N = 139)
Job Satisfaction
Variable
Stepl

R2

A P 2*
Af?

F

df

AF

.02

.02

1.06

137

1.06

Hours Worked
per Week
Job Tenure

Step 2

.08

.07

3.00

135

p

.35

-.07

-.76

.45

.14

1.62

.11

4.88

.01 * *

Positive Congruent
Support

.23

2.49

.01*"

Support
Commission

-.06

-.74

.46

Step 3

.09

.01

1.61

131

.28

.89

Supervisor
Support

.04

.41

.68

Ethnic Match

-.05

-.62

.54

Gender Match

.00

.03

.98

Workplace
Gender

.07

.70

.48

Note. Supervisor support and job satisfaction scores range from 1-5. Positive congruent
support and support commission scores range from 0-100. Ethnic match and Gender
match are binary variables. Workplace gender scores range from 1-4. Higher scores in all
measures indicate greater amounts of each construct.
*p<.05, **p<.01
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Table 12
Results of Hierarchical Regression Analysis Predicting Psychological Work
Withdrawal from Positive Congruent Support and Support Commission (N = 141)
Psychological Work Withdrawal
Variable
Stepl

R2

AR2

F

df

AF

.04

.04

3.01

139

3.01

.052

Hours Worked
per Week

.19

2.23

.03*

Job Tenure

.05

.56

.58

Step 2

.05

.01

1.83

137

.66

.52

Positive
Congruent Support

.12

1.33

.19

Support
Commission

.05

.56

.58

Step 3

.08

.03

1.37

133

.92

.46

Supervisor
Support

-.14

-1.58

.12

Ethnic Match

-.04

-.51

.61

Gender Match

-.05

-.54

.59

Workplace Gender

.09

.91

.36

Note. Supervisor support and psychological work withdrawal scores range from 1-5.
Positive congruent support and support commission scores range from 0-100. Ethnic
match and Gender match are binary variables. Workplace gender scores range from 1-4.
Higher scores in all measures indicate greater amounts of each construct.
*p < .05, ** p < .01
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Table 13
Results of Hierarchical Regression Analysis Predicting Physical Work Withdrawal
from Positive Congruent Support and Support Commission (N = 141)
Physical Work Withdrawal
Variable
Stepl

.01

AR2

F

df

AF

.01

.41

139

.41

Hours Worked
per Week
Job Tenure

Step 2

.01

.00

.30

137

p
.66

-.06

-.74

.46

.01

-.08

.94

.19

.83

Positive Congruent
Support

-.01

-.12

.90

Support
Commission

.03

.38

.70

Step3

Supervisor
Support

.04

.03

.65

133

1.00

.41
-.02

-.24

.81

Ethnic Match

03

38

.71

Gender Match

_ -|g

_i 87

Workplace
Gender

M

1 09

06
28

Note. Supervisor support and physical work withdrawal scores range from 1-5. Positive
congruent support and support commission scores range from 0-100. Ethnic match and
Gender match are binary variables. Workplace gender scores range from 1-4. Higher
scores in all measures indicate greater amounts of each construct.
*p<.05, **p<.01
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Table 14
Results for Hierarchical Logistic Regression Analysis for Voluntary Turnover
from Positive Congruent Support and Support Commission (N = 142)
Voluntary Turnover
Step 2
Variable

Step 3

/3

OR

.95 CI

p

OR

.95 CI

.05

1.06

.94-1.18

.06

1.06

.94-1.20

-.03

.80

.77-1.22

.03

.98

.77-1.23

Supervisor support

-.06

.94

.66-1.34

Ethnicity match

-.50

.61

.27-1.38

Gender match

.58

1.80

.80-4.01

-.10

.91

.59-1.41

IPV-WSA Support
Positive congruent
Support
Support commission
Support Proxies

Work gender
Composition
Constant

-J52

.88

/

2.63

6.68

df

4

8

Note: OR = odds ratio. Voluntary turnover variable was coded as 1 for yes and 0 for no.
Perceived supervisor support was scored from 1 for strongly disagree to 5 for strongly
agree. Positive congruent support and support commission were scored from 0-100 and
were scaled to 10 point increments for LR analyses. Ethnic match and Gender match are
binary variables. Workplace gender scores range from 1-4.
*p < .05. **p < .01
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Table 15
Results for Hierarchical Logistic Regression Analysis for Job Reprimands
from Positive Congruent Support and Support Commission (N = 142)
Job Reprimands
Variable
Step 2
jS

OR

Step 3
.95 CI

)6

OR

.95 CI

IPV-WSA Support
Positive congruent
support

-.08

.92

.82-1.04

Support commission

.36*

1.43

1.07-1.90

-.04

.96

.85-1.09

.31* 1.37

1.05-1.79

Support Proxies
Supervisor support

-.43*

.65

.45 - .94

Ethnicity match

.42

1.53

.62-3.74

Gender match

-.05

.95

.42-2.16

Work gender
composition

-.17

.65

.54-1.34

Constant

^46

.88

/

12.14*

25.85*

df

4

8

Note: OR = odds ratio. Job reprimands variable was coded as 1 for yes and 0 for no.
Perceived supervisor support was scored from 1 for strongly disagree to 5 for strongly
agree. Positive congruent support and support commission were scored from 0-100 and
were scaled to 10 point increments for LR analyses. Ethnicity match and Gender match are
binary variables. Workplace gender scores range from 1-4.
*p < .05. **p < .01
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Table 16
Results for Hierarchical Logistic Regression Analysis for Job Termination
from Positive Congruent Support and Support Commission (N = 142)
Job Termination

Step 2

Step 3

Variable
/3

OR

.95 CI

&

OR

.95 CI

IPV-WSA
Positive congruent
support

-.14

.87

.75-1.02

-.06

.94

.80-1.11

Support commission

.15

1.16

.93-1.45

.15

1.16

.91-1.49

-.71*'

.49

.31 - .78

Ethnicity match

.54

4.64

.98-21.96

Gender match

.48

1.62

.57-4.64

Work gender
composition

-.39

.68

.37-1.24

Support Proxies
Supervisor support

Constant

-.29

.99

/

9.63*

25.85'

df

4

8

Note: OR = odds ratio. Job termination variable was coded as 1 for yes and 0 for no.
Perceived supervisor support was scored from 1forstrongly disagree to 5 for strongly
agree. Positive congruent support and support commission were scored from 0-100 and
were scaled to 10 point increments for LR analyses. Ethnicity match and Gender match are
binary variables. Workplace gender scores range from 1-4.
*p<.05. **p<.01
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Incremental Validity and Effect Size
The strength of the evidence for incremental criterion validity is best
understood by examining the effect size using the regression coefficient of
determination, R2. In the last step of the incremental hierarchical regression
model for job satisfaction, positive congruent support and support
commissions accounted for 5% of the variance with the remaining variables
accounting for 4% of the variance in the model. The f2 effect size measure
for hierarchical multiple regression is defined as:

f2

_

(RAB

~

R-A)

where %A is the variance accounted for by a set of one or more independent
variables A, and KAB\S the combined variance accounted
for by A and another set of one or more independent variables 6. The
convention is that f2 effect sizes of .02, .15, and .35 are considered small,
medium, and large, respectively (Cohen, 1988). The f2 effect size for the
hierarchical regression model was .055 which would be considered an
effect in between small and medium.
The odds ratio is another useful effect size and is appropriate when
both variables are binary. Similarly, the effect size for the odds ratio in the
last step of the incremental logistic regression model can be interpreted as
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a strong finding with the same variables in the job satisfaction model above
but with a different dependent variable, job reprimands. In this model,
support commission, or receiving support that is not wanted, is the
significant predictor of job reprimands. For every increase in 10 points of
support commission, the odds of receiving a reprimand are increased by a
factor of 1.37. This is a small but meaningful effect size given the number
and type of variables included in the analysis. Again, support commission,
receiving unwanted support from a supervisor, was significantly better at
predicting job reprimands over and above two control variables, perceived
supervisor support and the three relational demography measures included
in the study as proxy measures of support. Positive congruent support was
not a significant predictor of job reprimands. Table 17 below presents a
summary of the study findings.

H6f, H7f: PCS, COM —> Job termination

H6e, H7e: PCS, COM —» Job reprimands

H6b-d, H7b-d: PCS, COM —> Psychological
work withdrawal, physical work withdrawal,
voluntary turnover

H6a, H7a: PCS, COM —>• Job satisfaction

Criterion & Incremental Criterion Validity

H5a-b: Workplace gender —> PCS, COM

H4a-b: Gender match —> PCS, COM

H3a-b: Ethnicity match —*> PCS, COM

Criterion Validity- Relational Demography

H2a-b: PCS, COM —> LMX relationship quality

Ma-b: PCS, COM —> Supervisor support

Criterion Validity- Support Measures

Hypotheses

Summary of Results by Hypotheses

Table 17

Null

Supported

Null

Supported

Null

Null

Null

Supported

Supported

Result

COM predicted job reprimands in a positive direction
and the finding held after controlling for supervisor
support, ethnicity match, gender match, & work gender
composition.

PCS predicted job satisfaction in a positive direction.
The finding held after controlling for supervisor support,
ethnicity match, gender match, & work gender
composition.

PCS was significantly associated with general
supervisor support.
PCS was significantly associated with LMX relationship
quality.

Interpretation
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CHAPTER VI
DISCUSSION
The dissertation purpose was twofold. The first goal was to shed light
on the relationships between the match and mismatch of supervisory
supportive behaviors and work outcomes in a community sample of abused
Spanish-speaking Latina and English-speaking non-Latina women. The
second goal was to examine the psychometric properties of the IPV-WSA
measure of wanted and received supervisor support in relation to test-retest
reliability and criterion validity. These objectives were accomplished through
scale development, criterion-related validation methods, and examination of
relationships between type of support and work outcomes.
This study was based on an approach to social support that
proposes a simultaneous examination of both wanted and unwanted,
received and not received aspects of social interactions. Some behaviors
intended to be supportive by the provider are sometimes perceived
negatively by the recipient and these behaviors may be more memorable
and more consequential for health and well-being than the positive aspects
of social relationships and support (Deelstra et al., 2003; Lepore, 1992;
Newsom, Nishishiba, Morgan, & Rook, 2003; Reynolds & Perrin, 2004;
Rook, 1984,1998; Vinokur & van Ryn, 1993).
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To further develop social support theory along these lines, Reynolds
and Perrin (2004) sought to account for the complexity in social support
interactions by including measurement of individual differences in support
actions wanted by the receiver. The researchers conceptualized a
multidimensional construct of social support as a taxonomy of four types of
wanted and received support. I developed the IPV-WSA scale with the
intention to use the Reynolds and Perrin taxonomy to assess wanted and
received supervisor support behaviors for employed, abused women.
Assessing wanted and received support with a behavioral measure allows
for a more specific and complex understanding of social support
interactions as compared to a unidimensional measure of perceived
supervisor support. In the following sections, I will discuss the IPV-WSA
test-retest reliability, criterion validity including incremental criterion validity,
and the findings related to work outcomes for the study sample.
IPV-WSA Reliability and Criterion Validity
The strength of an instrument is in its ability to measure the construct
in question with strong reliability and validity. Reliability refers to the ability
of a measurement instrument to yield consistent, reproducible estimates of
what is assumed to be an underlying true score. In a test-retest design, the
IPV-WSA demonstrated good reliability. The time frame of 10 days between
administrations of the IPV-WSA items appears to have been effective. The
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participants reported to the researcher that they did not recall the specific
items and only one participant's case was removed from the analysis
because of an intervening event (job termination) that was related to her
abusive relationship and employment status.
An additional point to consider concerning the reliability of the IPVWSA is that the actual administration included asking participants 40 items
related to supervisor support (20 wanted support items and 20 received
support items), 30 items related to coworker support, and approximately 40
other items from various measures included in the retest questionnaire.
Again, recall bias would be minimized by the large number of items to which
participants responded at time 1 and time 2.
Criterion validity, according to DeVellis (1991), is met when the
psychometric properties of the instrument are examined empirically in
relation to other instruments. Criterion validity does not suggest a causal
relationship between the instrument and the criterion. However, the strength
of the relationship is a determining factor in establishing criterion validity.
The relationships of importance for Hypotheses 1 and 2 include whether the
IPV-WSA dimension of positive congruent support is positively correlated to
a validated global measure of received supervisor support (Eisenberger et
al., 2002) and a validated measure of LMX relationship quality (Liden &
Maslyn, 1998) respectively, and whether the dimension of support
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commission is negatively related to those same measures. The study
regression analyses provided support for these relationships in the
expected directions, thus contributing to the establishment of criterion
validity for the IPV-WSA. In terms of examining bivariate correlations, the
Pearson correlation coefficient (.31) between positive congruent support
and global supervisor support is notable, not only because the correlation is
significant in a positive direction, but also because the correlation is of
moderate strength but not too strong. If the correlation was too strong
between the two variables, the conclusion would be that the constructs
were indistinguishable and that is not the case. There is a difference in the
constructs of the two measures. PCS captures not only the match between
supervisor support wanted and received, but is also assessing this match
on actual supervisor support behaviors for IPV.
Additional relationships of interest in establishing criterion validity for
the IPV-WSA are those delineated in Hypotheses H3, H4 and H5 which
concern relational demography and the similarity attraction paradigm. This
paradigm proposes that employees who are demographically similar have
more common life experiences and beliefs and develop predictable
relationships with greater confidence in the relationships (Byrne, 1971). In
the current study, relational demography variables were included as a
comparison set of variables that act as a proxy for supervisor support.
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Hopkins (2002) found that women were more likely than men to seek help
with personal problems, especially if their supervisors were female,
suggesting that women perceive female supervisors as more concerned
and supportive than male supervisors. Even so, Hopkins found no evidence
that subordinates actually received more support from demographically
similar supervisors than from demographically dissimilar supervisors. The
findings from the current study are consistent with Hopkins' findings.
Specifically, ethnicity and gender similarity between supervisor and
employee were not significantly associated with support match or mismatch
in wanted and received support for IPV in the workplace. It is important to
note here, however, that there was a marginally significant finding for
ethnicity match between a woman and her supervisor predicting increased
probability of job termination in Hypothesis 7f. This marginal finding is
difficult to explain given that it is contrary to theory and prior research on
relational demography that focuses on outcomes of demographic similarity.
One concern is that the confidence interval is very wide for this test. To
explore this further, I conducted a crosstabs analysis on ethnicity match and
job termination. There was one cell, no ethnic match with yes job
termination, which had only two cases. This may have made the analysis
unstable. Very wide confidence intervals indicate that there is less precision
in the estimate, therefore, I am very cautious about interpreting this finding.
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Including relational demography variables in the study emerged from
the parent study focus group data. Participants made attributions
concerning whether or not they received supervisor support based on the
gender and ethnicity of their supervisor and in their workplace. It is possible
that these attributions are made because these characteristics are very
salient. The data seem to suggest that some managers are skilled at
offering a support match and are not providing a support match only for
employees who are demographically similar. The lack of significant
associations between the types of support (positive congruent support and
support commission) and the match between a woman and her supervisor's
ethnicity or match on gender, or the match on gender composition of the
workplace are encouraging because they suggest that support match from
a supervisor does not depend on the gender or ethnicity characteristics of
the supervisor or the worker. Therefore, a workplace IPV intervention
targeted at supervisors can emphasize that support match is effective for all
employees, of any ethnicity or gender.
In contrast to the current study findings on relational demography
and support match, Foley, Linnehan, Greenhaus, and Weer (2006) found
that supervisors are more likely to provide family supportive supervision,
acknowledgment and support for the employee's efforts to integrate work
and family life to employees who were similar in either race or gender
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compared to employees who were dissimilar. One explanation for the
discrepancy in findings is that the Foley et al. study examines global
support for family which is quite different from behavioral support match for
a specific family trouble such as intimate partner violence. IPV is a very
serious problem that supervisors can be trained to recognize the
importance of addressing with an employee by providing a support match
regardless of demographic similarity or dissimilarity.
In the following section, I discuss incremental criterion validity
assessed with Hypotheses 7a-f. Hypotheses 6a-f had similar findings with
smaller models using the same control variables, positive congruent
support, support commission and work outcome variables. The first step
established criterion validity before testing the larger models for incremental
criterion validity. However, it makes sense to focus the following discussion
on the larger models that establish incremental validity to avoid redundancy
in discussing the findings.
Incremental Criterion Validity for Work Outcomes
Because a measure related to supervisor support exists in the
literature (Eisenberger et al., 2002), it is important to assess whether
positive congruent support and support commission scores have significant
incremental validity in the prediction of important job outcomes over and
above this existing measure. To provide evidence of incremental criterion-
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related validity, positive congruent support and support commission scores
were used as predictors of six important work outcomes Gob satisfaction,
psychological work withdrawal, physical work withdrawal, voluntary
turnover, job reprimands, and job termination) using multiple hierarchical
and logistic hierarchical regression models. In these regression models,
perceived supervisor support (Eisenberger et al., 2002), ethnicity match,
gender match, workplace gender composition, hours worked per week, and
job tenure were included as control variables given their potential impact on
these outcomes.
Incremental validity was established for positive congruent support
which was more strongly associated with job satisfaction than the control
variables and measures of support. In addition, support commission was
more strongly associated with job reprimands than the control variables and
measures of support. These findings provide strong evidence of
incremental criterion validity considering that the models included eight
covariates; hours worked per week, job tenure, perceived supervisor
support, ethnicity match between supervisor and employee, gender match,
workplace gender composition, and positive congruent support and support
commission.
The results of the hierarchical model demonstrated that positive
congruent support was significantly more strongly associated with job
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satisfaction in a model with two control variables (hours worked per week
and job tenure), and four support variables (perceived supervisor support,
ethnicity match, gender match and workplace gender composition). Support
commission was not significantly associated with job satisfaction in the
same model. Even though the effect size was in the small to medium range
(f2 = .055), this can be considered a strong result given the size of the
model and the number of control and support variables in the model.
The unexplained variance in the regression model was .95 for the
dependent variable of job satisfaction. There was also a large amount of
variance for the logistic regression model for the dependent variable of
reprimands. This variance could be explained by variables not included in
the models such as dyad similarity on values and attitudes, provider
personality, and consensual perceptions of perceivers' and providers'
similarity (Cohen, Lakey, Tiell & Neely, 2005; Lakey, Adams, Neely,
Rhodes, Lutz, & Sielky, 2002; Lutz & Lakey, 2001). Lakey has been
conducting social support research from a social cognitive and personality
perspective and has included these variables in his models. This body of
research has found that perceivers make support judgments based on
provider personality traits such as agreeableness and emotional stability,
provider's own idiosyncratic perceptions, and consensual perceptions of
dyad similarity of attitudes and values. Because Lakey and his colleagues
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have shown that personality has a role in support judgments of perceivers,
this would be an important construct to examine in future research on social
support for IPV in the workplace.
In sum, criterion validity was demonstrated through expected
relationships found between the IPV-WSA dimensions of positive congruent
support and support commission with the respective outcomes of job
satisfaction and job reprimands. Though the effect sizes are small
according to Cohen's f2 criteria and the odds ratio, the findings are
important and meaningful when considering the number of variables
included in the models for incremental validity.
Type of Support and Work Outcomes
An important contribution of the current study is that it is the first to
examine relationships between IPV, supervisor support match and work
outcomes for abused Latina and non-Latina low-wage employees. The
pattern of findings where positive congruent support predicts job
satisfaction and support commission predicts job reprimands is of note
because these findings suggest a complexity in supervisor support
interactions based on specific support behaviors for IPV and whether there
is a match or mismatch in support.
Positive interactions represented by a greater match on support
(wanted and received) resulted in higher job satisfaction, an affirmative
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outcome. Job satisfaction is important because it indicates an optimistic
attitude toward work and has implications for increased job performance,
job retention, and reduced turnover intentions. It may be especially
important for low-income, abused women in the context of difficult and even
traumatizing personal circumstances of IPV. In order to avoid further abuse,
a victim may choose to leave an abusive partner, and when this is the case,
retaining employment is critical for a woman and her children (Lloyd, 1999;
Tolman & Wang, 2005; Riger et al., 2000; Riger Raja & Camacho, 2002).
The findings from the current study are consistent with other
research findings that negative support interactions have a strong
association with a negative outcome, poor psychosocial adjustment (Lakey,
Tardiff & Drew, 1994; Newsom, Nishishiba, Morgan & Rook, 2003; Rook,
1984; Reynolds & Perrin, 2004; Rook & Pietromonaco, 1987). Reynolds
and Perrin (2004) found that support commission by a woman's support
provider was uniquely associated with poor psychosocial adjustment to
breast cancer. In the current study, greater mismatch in support as
measured by support commission resulted in a higher number of
reprimands, a negative work outcome. Job reprimands can be considered
the beginning of the path toward job termination in low-wage work contexts
where, in some instances, three reprimands in writing can result in job
termination.
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This finding represents an important first step in understanding
support relationships and negative work outcomes. However, there may be
more complexity in the support relationships for future studies to explore
that a cross-sectional study design can not account for. It is possible that
the interaction between supervisor and employee involves other variables
such as job performance, absenteeism, and injury that affect the support
interaction over time. Supervisors may be initially supportive of an
employee experiencing IPV, but may have trouble extending sustained
support over several months of reduced performance, increased
absenteeism, lateness, and visible injury such as bruising. This may be
especially true in a service sector business where the employee is working
with customers. It is possible that after offering initial support, managers
may resort to reprimands to influence the employee's job performance
behavior. As mentioned previously, social cognitive judgments about
support and provider personality variables may account for some of the
variance in the support commission and reprimands association. Future
research focusing on these variables and the complexity of the support
interaction between the receiver and the provider is needed to better
understand supervisor support for victims of IPV.
Null findings for work outcomes. Of the five work outcomes included
in the current study, there were null findings for three; work withdrawal,
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voluntary turnover, and job termination. Voluntary turnover and job
termination were represented by single-item, binary measures. The
reliability and variance of these constructs would be improved by the use of
multiple indicators or established scale measures. The advantage of using
a multiple indicator approach is that it gives the participants an opportunity
to understand how they relate to the construct when asked in different
ways. For example, in my experience conducting face to face interviews
with the 3-item job satisfaction scale, respondents sometimes answered on
the first item that they were satisfied with their job. On the second item,
which was reverse scored, they answered to whether they did not like their
job, and on the third item, the response was that they were generally
satisfied with the kind of work they did on the job. Respondents did not ask
to change their response to the first item to make it consistent to the second
and third items. It appeared that they did not notice the inconsistency but
"made a correction" over the three items to arrive at their response to the
construct of job satisfaction. It is possible that it took more than one item for
some participants to understand fully what was being asked, or to adjust
what might be an automatic initial response that can be corrected if given
the opportunity with two more questions. This kind of response pattern was
not common, but the precision in measuring the construct over three items
was improved over measurement of the construct when using one item.
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Alternative explanations for null findings for work withdrawal derive
from an examination of the means of the subscales of psychological work
withdrawal and physical work withdrawal, 3.94 and 1.97 respectively.
Women reported more psychological withdrawal (difficulty concentrating,
feeling upset) at work and given that this is a form of withdrawal behavior
that is difficult for a supervisor to observe directly, it is understandable that
a supervisor may not be able to provide a support match. This is especially
true if the supervisor does not know about the abusive relationship. In
contrast, women reported low mean levels of physical work withdrawal with
range restriction in the data as well. In many low-wage service jobs, it is not
an option to miss work, arrive late, or leave early without losing the job. This
lower mean conveys that in spite of disruptive, abusive relationships,
women still succeeded quite well at performing on the job to meet
expectations captured by this construct. In this case, support match may
not be a predictor. It is also possible that work withdrawal may be an
antecedent to other work outcomes such as turnover, reprimands, and job
termination. Examining the bivariate correlations of psychological and
physical work withdrawal shows that psychological withdrawal is
significantly correlated with voluntary turnover and physical work withdrawal
is significantly correlated with voluntary turnover and job termination.
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An alternative explanation for these null findings is that work
outcomes may be sensitive to whether women disclose to their supervisors
that they are in an abusive relationship, or even more generally, that they
are having serious relationship problems. In this sample, sixty-five
respondents reported 'no' and ninety-eight reported 'yes' to the question,
"Do you think your supervisor knew about the abuse in your relationship?"
Controlling for disclosure of abuse could help clarify the relationships
between type of support and work outcomes. However, I will qualify this by
saying that supervisors sometimes learn about employees' personal
troubles without being told directly by the employee. Coworkers sometimes
speak to the supervisor. Supervisors overhear conversations between
coworkers or conversations by telephone. And, in some cases, the
supervisor knows the abusive partner, the police contact the supervisor, or
the abusive partner comes to the workplace and is violent or threatening.
Supplemental Analyses
To follow up on disclosure, supplemental regression analyses were
conducted to test the effects of disclosure as a covariate. Using the models
as delineated by Hypotheses 6, all work outcomes were tested as follows:
Hierarchical regressions were conducted to test the hypothesis: After
controlling for hours worked per week, job tenure, and disclosure of abuse
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to a supervisor, positive congruent support would be positively associated
with job satisfaction and negatively associated with work withdrawal,
voluntary turnover and job termination, while support commission would be
negatively associated with job satisfaction and positively associated with
work withdrawal, voluntary turnover and job termination.
Multiple and logistic hierarchical regressions were conducted on
each dependent variable to test the hypotheses. In the first step of the
analysis, hours worked per week, job tenure and disclosure were entered.
In the second step, positive congruent support and support commission
were entered. The full model results indicated that, as a set, the step 2
independent variables reliably and significantly predict job termination.
However, positive congruent support was the only independent variable of
the two that was significantly associated with job termination. An increase in
support match, or receiving wanted support from a supervisor, decreased
the likelihood of job termination when controlling for hours worked per
week, job tenure and disclosure of IPV to a supervisor.
These findings suggest that future research should explore the issue
of disclosure in relationship to supervisor support match and work
outcomes in greater depth. Disclosure of IPV to a supervisor may be more
complex than initially thought. Employees in abusive relationships may be
reluctant to disclose to a supervisor to seek support. In the parent study
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focus groups, some participants revealed that they were uncomfortable
disclosing out of fear that the supervisor would think ill of them, scrutinize
their performance, and terminate them from the job (Glass, 2005).
Participants also reported supervisors responding with intrusive support
(commission) that was unwanted and distressing. Some women reported
that they only told their supervisor when they were forced to by
circumstances such as missing work due to injury.
Given this complexity and the need for supervisors to be aware of
abuse in order to provide support for IPV, disclosure should be examined
as a moderator of supervisor support associated with work outcomes. I
would expect that disclosure would increase supervisor support and would
moderate an increase job satisfaction and decrease work withdrawal,
voluntary turnover, job reprimands, and job termination. However, I am
cautious in this expectation because some women in the focus groups
reported supervisors increasing support commission behavior after learning
of the victim's abuse. Additional moderators to consider are job
performance related variables such as lateness, absenteeism, and
productivity. A supervisor might be more willing to actively support a "good"
employee and reprimand an employee with more performance problems
related to an abusive relationship.
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Supplemental analyses were also warranted for examining main
effects of Latino and non-Latino ethnicity on work outcomes. Because the
dissertation hypotheses were focused on relational demography theory and
the similarity attraction paradigm (Byrne, 1971), the hypothesized
relationships were designed to capture the effects of a match in ethnicity
between an employee and her supervisor. It is possible, however, that main
effects for employee ethnicity exist and it would be important to understand
given the unique sample of the study with nearly half each of Latina and
non-Latina participants. Examination of the work outcomes means by nonLatina and Latina subgroups confirmed that further analyses would be
useful, particularly in regard to the outcomes of voluntary turnover (nonLatina M = 26%, Latina M = 42%) and job termination (non-Latina M = 4%,
Latina M = 30%).
Multiple and logistic hierarchical regressions were conducted on
each work outcome variable to test the hypothesis that ethnicity (non-Latina
= 0, Latina = 1) would be associated with the dependent variables of job
satisfaction, psychological work withdrawal, physical work withdrawal,
voluntary turnover, job reprimands, and job termination in the largest model.
In the first step of each analysis, hours worked per week, and job tenure
were entered. In the second step, supervisor support, gender match and
work gender were entered. And in the third step, positive congruent support
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and support commission were entered. The full model results indicated that,
ethnicity was significantly associated with the outcome variables of
voluntary turnover and job termination, but not job satisfaction,
psychological work withdrawal, physical work withdrawal, and job
reprimands. Latina ethnicity was significantly associated with increased
voluntary turnover. In this study, Latinas were more likely to leave the job
voluntarily than lose the job through termination. In contrast, non-Latina
ethnicity was significantly associated with job termination. Non-Latinas were
more likely to get fired from their jobs than leave their jobs voluntarily when
IPV impacted their work.
It is important to note that for the outcomes of job satisfaction and job
reprimands, the previous pattern of findings held with the test of ethnicity as
a main effect in the model. Positive congruent support uniquely predicted
higher job satisfaction scores after controlling for all other variables in the
largest model including ethnicity. In addition, Support commission uniquely
predicted job reprimands after controlling for all other variables in the
largest model including ethnicity. The null findings for psychological and
physical work withdrawal also remained after testing for the ethnicity main
effect.
These findings on ethnicity main effects for voluntary turnover and
job termination may reflect the difference in legal status of Latina Spanish
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speaking participants as compared to non-Latina English-speaking
participants. Legal status was not directly queried in the study, however,
many of the Latina participants were recent immigrants to the US (M =
12.63 years, Mdn = 9 years). Latinas with uncertain legal status may feel
the need to leave the job at the first sign of trouble due to IPV because they
do not want to risk any law enforcement intervention, whereas, non-Latinas
would not necessarily be concerned about this and may try to keep their job
as long as possible until they are terminated.
General Conclusions
In summary, the current study supports two conclusions, (a) the
findings of support match (PCS) predicting job satisfaction and support
mismatch (COM) predicting job reprimands replicate previous findings by
Reynolds and Perrin (2004), based on their theorized taxonomy of support,
and (b) the IPV-WSA measure demonstrates strong test-retest reliability
and criterion-related validity. An outcome of the current study is that these
findings have helped provide direction for designing and developing an
intervention program targeted at supervisor support to address IPV in the
workplace.
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Limitations and Future Research
The study has several limitations. In the following sections,
limitations and future research will be explored in relation to design issues,
measurement issues, and sample characteristics.
Design Issues. Because the data were not gathered in a controlled
experimental design, I was not able to determine if the observed
relationships represent causal processes. However, this study has the
potential to make an important contribution as it was the first study to
examine supervisory supportive behaviors and relationships between
general measures of support, LMX relationship quality, relational
demography variables, and work outcomes. Moreover, it was the first study
to examine these particular relationships in a sample that over-sampled for
Spanish-speaking Latina women, an under-researched group in community
and occupational health psychology.
Another limitation of the study is that the data was not collected from
a nationally representative sample which would allow for greater confidence
in the generalizability of the findings. The sample was an improvement,
however, on a simple convenience sample with data collected from
participants over a larger geographic area in the states of Oregon and
southern Washington. This area included several counties with rural and
urban participants in Oregon and Washington. In addition, the participants
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in the sample represented a wide variety of organizations including small
businesses and Latino owned businesses, rather than one organization or
industry, thus improving generalizability to some degree. Even as
generalizability is very limited, the knowledge gained from the study about
the psychometric properties of the IPV-WSA and the relationships between
support match and mismatch and work outcomes is valuable toward
informing workplace IPV interventions and toward developing further
investigations on support in the workplace for IPV.
An improvement for the current study would be to include other
variables to control for organizational level influences such as organization
size and type of industry. For example, a large organization may have more
formal organizational supports such as an Employee Assistance Program
(EAP) that can provide counseling, information, and other accommodations
to assist employees experiencing IPV. However, small service sector
organizations may not have.these organizational supports for low-wage
employees. Controlling for organizational level variables allows for
accounting for the variance in the relationship between organizational level
influences and work outcomes above and beyond the amount of support
match from a supervisor.
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Measurement issues. Self-report measures were used in a crosssectional design which may lead to issues regarding respondent
consistency effects or response styles, transient mood states, and spurious
results due to common method bias (Podsakoff, MacKenzie, Lee, &
Podsakoff, 2003). We sought to address the challenges of interviewing a
traumatized group and a marginalized group of Spanish-speaking women.
The research team and dissertation candidate conducted several training
sessions in English and Spanish and followed up with interviewers on a
monthly basis during data collection to hear and address concerns and
monitor the fidelity of the data collection process. Obvious advantages of
self-report are that there may be no other sources for obtaining information
and if we are interested in perceptions, we do want to ask the participant to
self-report. In future studies that focus on one organization, collecting
archival data on objective outcomes such as actual job reprimands,
termination, and turnover would strengthen the study design and
measurement.
Another possible limitation of the study concerns specific measures
of work outcomes such as work withdrawal, voluntary turnover, and job
reprimands. Respondents were directed to consider the past year as a time
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frame for the items. This time frame may have been too short for effective
measurement of the work outcomes of voluntary turnover and job
termination that have a low base rate and too long for work withdrawal that
has a high base rate. A time frame of two years would be an improvement
and would still be reasonable in terms of accuracy in remembering the
work-related events of turnover and job termination. Work withdrawal may
benefit by using a shorter time frame, again, related to accuracy in memory
for daily events that occur more often. In addition to changing the time
frame, the study would benefit from additional items to measure voluntary
turnover and job termination to enhance precise measurement. Using more
than one item could clarify work outcomes that may be differently
experienced under the circumstances of IPV. Future studies may test these
relationships using well-established scales or scales developed specifically
to assess IPV to provide more accurate estimates rather than using singleitem measures.
Conducting a face-to-face interview was very instructive on this issue
because respondents sometimes expressed during the interview that they
were not certain why they left the job or why their supervisor fired them from
a job. This speaks to the complexity of the impact of IPV on employees'
decisions about their jobs and the subtlety of the supervisor response to
some employees with abusive relationships. In the interview, respondents
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were clearer about receiving job reprimands. Reprimands immediately
follow poor performance related to IPV, are understood as such, and
represent a negative interaction with one's supervisor. In the qualitative
findings from the parent study focus groups with employed, abused women,
a respondent conveyed the impact of receiving reprimands, "We get abused
at home and then we go to work and get abused again" (Glass, 2005).
Sample characteristics. Finally, the study did not directly address the
issue of acculturation via measures of acculturation. The Latino study
population that represented approximately one half of the sample was a
quite homogenous, less acculturated group, primarily from Mexico. A study
focused on acculturation would require a much larger and more diverse
sample of Latino participants. For example, the study population would
need to have a higher degree of generational and linguistic diversity among
Latino participants to assess the effects of acculturation of respondents'
with respect to wanted and received supervisor support for IPV. The sample
for the current study represents low-wage employed women who have
experienced IPV in the past year with an over-sampling of Spanishspeaking employed Latinas. Despite the limitations of the study, the findings
do provide new knowledge on the relationships between supervisory
supportive behaviors for low income abused Latina women and work
outcomes in light of cultural and language differences that may influence
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the direction of these relationships. Future research should expand on this
knowledge with larger sample sizes to explore workplace support and work
outcomes in greater depth for Spanish-speaking women. The current study
was underpowered to conduct separate analyses on Latina and non-Latina
subsamples.
Additional areas of future research could focus on the dimension of
wanted supervisor support to explore differences in wanted support among
employees or among Spanish-speaking Latina workers in comparison with
English-speaking non-Latinas. Coworker support is also of interest because
for Spanish-speaking Latina workers, coworkers may be of great
importance in providing informal support in the workplace. This is especially
important when language barriers may prevent employees from disclosing
their situations to their supervisors, thus impeding supervisors from
enacting formal, informal support, or even a support match. In addition, the
domain for supervisor support for IPV could be explored more thoroughly
with alternative approaches to developing the items. The IPV-WSA was
developed based on focus group data and social support theory (House,
1981; Reynolds & Perrin, 2994)). The structure of the measure was based
on asking about wanted and received support on the same items according
to the taxonomy of support developed by Perrin and Reynolds (2004). This
structure is unique because it accounts for both received and wanted
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support at the same time. It is a separate issue from the content of the
domain that represents the construct of supervisor support for IPV. I think it
would be very worthwhile to conduct focus groups to expand the number of
items to better cover the domain.
Implications for Theory and Practice
The current study findings have important theoretical and practical
implications. The IPV-WSA measure is closely tied to the social support
theory constructs of wanted and received support. The instrument's
structure is based on the taxonomy of support proposed by Reynolds and
Perrin, (2004). Therefore, with respect to theory, first, the study presents
evidence that the IPV-WSA measure demonstrates reliability and criterionrelated validity. The IPV-WSA demonstrated incrementally that supervisor
support match or support mismatch can predict job satisfaction and job
reprimands, respectively, over and above a global measure of perceived
supervisor support and relational demography support variables. The strong
reliability and criterion validity evidence this study provides is an important
contribution because it confirms the social support theoretical advance
made by Reynolds and Perrin in their proposed taxonomy of wanted and
received support (2004).
Second, the IPV-WSA measure is a behavioral measure of wanted
and received support for IPV. It is an important contribution to the
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theoretical literature on social support to demonstrate that specific types of
wanted and received behaviors better predict work outcomes that are highly
relevant for employees experiencing IPV when compared to a global
measure of received support, a measure developed on the basis of
classical test theory and the assumptions inherent in that measurement
model. In the classical test theory approach, when only support received is
measured, there is an assumption that all individuals want all items, and
that the only individual differences of importance are those in received
support through examination of variance in the means of the items. The
measurement objective is to achieve internal consistency with multiple
items, each one a parallel measure of the construct. It is assumed that
individuals will have a similar pattern of response to the items and that the
relative ranking of all the items is the same for all people. The underlying
assumptions of construct validity in classical test theory include assuming
that the underlying construct is the same for all individuals and that the
factor structure is the same for all (DeVellis, 1991).
Another measurement approach, item response theory, provides
more information regarding psychometric properties of individual items.
Relative to more traditional approaches, such as Classical test theory, an
advantage of IRT is that the information it yields allows a researcher to
improve the reliability of a scale. Even as IRT improves upon Classical test
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theory by providing more information on psychometric properties, it still
lacks the complexity and precision of measurement that is achieved in the
taxonomy of support by Reynolds and Perrin (2004). IRT is a method that
assesses individual items, while the taxonomy of support combines two
variables of wanted and received supervisor support in a ratio of support
match between a woman and her supervisor.
In sum, in contrast to classical test theory and item response theory,
the measurement approach of the taxonomy of support is more complex
and precise. The current study has demonstrated that accounting for a ratio
of wanted to received support through measuring specific supervisor
support behaviors wanted and received (PCS) or not wanted and received
(COM) predicts work outcomes more powerfully than an established global
measure of received supervisor support. This is a unique approach to
measurement that is of great value as demonstrated by the incremental
validity results of this study.
Practically, the implications for the current study are threefold.
First, the study provides critical knowledge concerning the relationship
between support match or mismatch and work outcomes from a sample of
abused low-wage employed Latina and non-Latina women, including
women that have not previously sought help from formal systems of
assistance. Knowledge gained from this study can clarify the specific
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behaviors that may be enacted by supervisors to offer a supportive match
for abused employees. Study findings show that increased positive
congruent support, or support match, has a positive outcome of greater job
satisfaction, while negative support interactions, support commission or
mismatch, result in a negative outcome of job reprimands. Supervisors can
understand how informal supervisory practices affect work outcomes in a
context where the employee's job demands are carried out in the face of
challenging nonwork demands such as IPV.
Second, the study findings can contribute to the development of
interventions to reduce partner violence in settings where Latina and nonLatina women are located, commonly, in their workplace. Foley et al. (2006)
suggest that with increasing diversity of the workforce, there is a great need
for diversity training and training managers on how to be responsive and
sensitive to employees' family issues. Within the organization, individual
level supervisor-employee dyad and organizational level policies can be
addressed to develop a culture of support for victims.
The results from this study have informed the development of
materials used in workplace policies and programs designed to prevent
work-related violence against intimate partners. Because battered Latina
women tend to not seek help specifically for domestic violence, managers
are being trained to develop a heightened awareness of signs of abuse,
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cultural differences, and particular support behaviors they can enact to offer
safe and effective assistance. Specifically, the knowledge from this study is
being used to educate managers about the effects of IPV on employee's
ability to work, various recognition and intervention skills toward identifying
types of support battered women may want, the importance of matching the
support to individual women's needs and wants, the relational aspects of
support and strategies for providing that support.
Finally, regarding the current study method, during the research
interview, participants had an opportunity to convey their experiences of
abuse and work in a supportive, nonjudgmental context that may be
considered a therapeutic intervention in itself (Birch & Miller, 2000). The
interview provided survivors with an occasion to learn of additional culturally
appropriate resources if they were perceived to be in significant danger
upon completing a lethality assessment for IPV or if they requested
information from the study team. In addition, all women were offered an
opportunity for safety planning and advocacy services with a domestic
violence service provider.
Systems Approach
The recent development of sites that formally address IPV in the
workplace is significant from a systems theory perspective, specifically the
social ecological model, which describes a system of levels of engagement
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to guide research (Bronfenbrenner, 1977; 1998). The parent study that this
dissertation study is linked to has developed a supervisor support
intervention for the workplace based on the findings from the current study.
Though this dissertation study is not an ecological study because it focuses
only at the individual level, the parent study is. Thus, it makes sense to
address here briefly the benefits of addressing IPV from a systems
perspective including the role of the organizational-system level.
Interventions established at the organizational level can reach
survivors that individual and community level interventions have not served.
The workplace setting is appropriate as a site for intervention for several
important reasons. As previously stated, racial and ethnic minority women
underutilize formal domestic violence services (Crenshaw, 1994; Lee,
Thompson, & Mechanic, 2002; West, Kantor, & Jasinski, 1998). Therefore,
to improve work outcomes for survivors of IPV, a systems approach to
selecting additional intervention settings and strategies must be developed.
Second, informal help-seeking is common in workplaces including
information sharing among co-workers, informal support and networking to
find resources, as well as the enlightened and helpful approach to
employee problems among some company owners/managers (Hopkins,
1997). Moreover, abused women's ability to maintain their employment is
often critical to their economic independence and safety, and research has

164
indicated that sabotage of abused women's employment is a strategy used
by some abusive partners to control and potentially escalate the violence
with serious negative consequences for the women's health and therefore,
ability to maintain employment (Brush, 2002; Mankowski, Galvez, Ruiz,
McGlade, & Glass, 2006; McFarlane et al., 2000; Moe & Bell, 2004; Riger,
Ahrens, & Blickenstaff, 2000; Rothman & Perry, 2004; Tolman & Raphael,
2000).
Therefore, assisting women in the workplace may be especially
relevant, and an effective workplace is likely to be one where there is a
climate of support for workers. Furthermore, because the workplace is a
site where violence may occur (it may be the one location where the
perpetrator knows he can find his estranged partner) employers need
interventions to address the problem in the workplace. To ensure the safety
and well-being of employed survivors and their coworkers, employers must
improve workplace response (e.g., support climate, knowledge, and
resources) towards IPV with appropriate interventions. These interventions
will enable organizations to take a proactive stance toward IPV rather than
relying solely on a passive social service delivery system that is less likely
to reach abused workers and, in particular, Spanish-speaking immigrant
Latina workers.
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Conclusion
In conclusion, the current study supports the reliability and criterion
validity of the Intimate Partner Violence Workplace Support Assessment.
This measure of support match taxonomy takes into account that women
are different in support actions they find helpful or unhelpful. It is the match
or mismatch between wanted and received support for each woman that is
significantly associated with work outcomes when compared to a global
measure of supervisor support and relational demography support proxy
measures. In addition, this study takes an important first step by
contributing knowledge concerning support match and work outcomes that
have been applied in developing workplace interventions for IPV.
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APPENDIX A
SOCIAL SUPPORT MATCH - IPV-WSA PILOT QUESTIONNAIRE
Scenario: You are aware that a coworker is going through a difficult divorce. The
coworker's partner has come to the parking lot after work in the past and threatened the
coworker in front of other company personnel. One day your coworker comes to work late
with an injured arm and a puffy face and tells you it is due to abuse at home.
Where you work, how likely is it that a supervisor
would:
1. Approach the coworker and ask if they are okay?
la. I feel the coworker would want this:

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Unlikely

Likely

Unlikely

Likely

Unlikely

Likely

Unlikely

Likely

Unlikely

No

8. Give the coworker information about domestic
violence?
8a. I feel the coworker would want this:

Likely

No

7. Give the coworker advice about their relationship?
7a. I feel the coworker would want this:

Unlikely

No

6. Keep the coworker's troubles confidential?
6a. I feel the coworker would want this:

Likely

No

5. Change die coworker's schedule to lighten thenworkload?
5a. I feel the coworker would want this:

Unlikely

No

4. Listen to the coworker's problems?
4a. I feel the coworker would want this:

Likely

No

3. Show concern for the coworker?
3a. I feel the coworker would want this:

Unlikely

No

2. Give the coworker time off to deal with the abusive
relationship?
2a. I feel the coworker would want this:

Likely

No

1
Where you work, how likely is it that a supervisor
would:
9. Help the coworker get legal help?
9a. I feel the coworker would want this:

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Likely

Unlikely

Likely

Unlikely

Likely

Unlikely

Likely

Unlikely

No

15. Work with other managers to develop a workplace
domestic violence policy to address these issues?
15a, I feel the coworker would want this:

Unlikely

No

14. Seek a restraining order for the organization to prevent
the abusive partner from showing up at the work site?
14a. I feel the coworker would want this:

Likely

No

13. Provide a security guard to escort the employee to their
car after work?
13a, I feel the coworker would want this:

Unlikely

No

12. Provide brochures on domestic violence resources in
the employee break room?
12a. I feel the coworker would want this:

Likely
No

11. Treat the coworker as if nothing is wrong?
1 la. I feel the coworker would want this:

Unlikely

No

10. Make a phone call to get the coworker help?
10a. I feel the coworker would want this:

Likely

No

Please answer a few more questions about this survey:
16. Please rate the overall difficulty or ease of taking the survey, (circle one)
Very easy

somewhat easy

somewhat difficult

very difficult

17. Which items were difficult to understand?
(please identify item numbers)
18. Which Items are unnecessary and could be removed?
(please identify item numbers)
19. Are there additional items that should be included? (please describe)
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APPENDIX B
SOCIAL SUPPORT MATCH - IPV-WSA
Instructions: I am going to read you several statements about types of support related to
domestic violence you may or may not have received from your supervisor. After I ask you
about the support you received, I will ask you if you wanted that type of support.

Coworker

My coworker/ supervisor:

Received
Y
N

Supervisor
Wanted
Y
N

1. Approached me and asked if I was okay

111!

2. Treated me as if nothing were wrong

111

HI
111
ill

3. Made a phone call to get me help
4. Listened to my problems in a private place
5. Helped me get housing if I needed to move
6. Lightened my workload but kept my hours the
same

11

7. Gave me information on DV services

ill
IIS

8. Gave me advice about my relationship
9. Informed me about company policy on
domestic violence

ill
ill
iii

10. Helped me get economic assistance
11. Let me take an unpaid leave of absence
12. Kept my problems confidential

in

13. Helped me get legal assistance

111

14. Provided a security guard to escort me after
work

ill

15. Allowed me to take a draw on my paycheck

111

16. Gave me paid time off to deal with my
abusive relationship
17. Asked me what kind of help I wanted

M>Kf;

111

18. Showed concern for me
19. Encouraged me to get a restraining order or
legal help
20. Required me to get a restraining order or legal
help

Received
Y
N

111

11
11

Wanted
Y
N
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APPENDIX C
DEMOGRAPHICS - ETHNICITY/RACE
(adapted from U.S. Census Bureau, 2000)
Are you Spanish/Hispanic/Latino?
No, not Spanish/Hispanic/Latino
Yes . . . (Check appropriate box)
Mexican
Mexican-American, Chicano
Puerto Rican
Cuban
Central American
South American
other Spanish/Hispanic/Latino
What is your race? (May check more than one category)
White
Black
Asian
American Indian or Alaska Native

Name of Tribe

Native Hawaiian or other Pacific Islander
Other
Does not identify.
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APPENDIX D
PERCEIVED SUPERVISOR SUPPORT
(Eisenbergeretal., 1997)

Instructions: Please answer the following questions about your
supervisor at work.

_ My supervisor cares about my opinions.
_ My supervisor really cares about my wellbeing.
_ My supervisor strongly considers my goals and values.
_ My supervisor shows very little concern for me.
. Help is available from my supervisor when I have a problem
_ My supervisor would forgive an honest mistake on my part.
_ If given the opportunity, my supervisor would take advantage of me.
_ My supervisor is willing to help me if I need a special favor.
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APPENDIX E
LEADER-MEMBER EXCHANGE (LMX) - RELATIONSHIP QUALITY
(Liden & Maslyn, 1998)
Instructions: Please answer the following questions about how things
are between you and your supervisor.

_ I like my supervisor very much as a person.
_ My supervisor is the kind of person one would like to have as a friend.
_ My supervisor is a lot of fun to work with.
. My supervisor defends my actions to a superior, even without complete
knowledge of the issue in question.
_My supervisor would come to my defense if I were "attacked" by others.
_My supervisor would defend me to others in the organization if I made
an honest mistake.
J do work for my supervisor that goes beyond what is specified in my job
description.
J do not mind working my hardest for my supervisor.
I am willing to apply extra efforts, beyond those normally required, to
meet my supervisor's work goals.
I am impressed with my supervisor's knowledge of his/her job.
J respect my supervisor's knowledge of and competence on the job.
J admire my supervisor's professional skills.
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APPENDIX F
JOB SATISFACTION
(Cammann, Fichman, Jenkins, & Klesh, 1983)
Instructions: Please give the one response that comes closest to how
you have been feeling during the past 4 weeks.
In general, I like working at my job.
All in all, I am satisfied with my job.
I am generally satisfied with the kind of work I do in this job.
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APPENDIX G
WORK WITHDRAWAL RELATED TO IPV
(Adapted from Hanisch & Hulin, 1991)

Instructions: I am going to read you several statements. Please tell me
how often you have had the experience at work. In the past year, how
often have you been...
Psychological Work Withdrawal
_ Feeling emotionally upset at work.
. Not doing work as well because of difficulty concentrating.
. Thinking about abuse by your partner while you are at work.

Physical Work Withdrawal
Leaving work early.
. Finding reasons to leave work to take care of your partner's demands.
. Being late for work.
Missing work because of the abuse in your relationship (injuries,
emotional upset).
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APPENDIX H
STUDY INFORMATION SHEET - ENGLISH
OREGON HEALTH & SCIENCE UNIVERSITY (OHSU)

Information Sheet
TITLE: Community Partnered Response to Intimate Violence
PRINCIPAL INVESTIGATOR: Nancy Glass, PhD, MPH, RN (410)-614-2849
CO-INVESTIGATORS:

Kris Billhardt, MA
Marie Dahlstrom, MA
Michael McGlade, PhD

SPONSOR: National Institutes of Health/National Institute for Nursing
Research
PURPOSE OF STUDY: You have been invited to participate in this research
study because you are an employed or previously employed (within the past 6
months) victim of domestic violence. The purpose of this study is to determine the
relationship between the workplace culture towards domestic violence and
women's health and safety. This study will be conducted with our community
partners, Volunteers of America (VOA) Home Free and Hacienda CDC and will
include a total of approximately 100 women. Your participation in this study will
last approximately one hour. If you choose you may volunteer to participate in the
follow-up interview 10 days later that will last approximately 15 minutes.
PROCEDURES: If you choose to take part in this study, you will be asked to
complete a questionnaire. The survey will be approximately 200 questions long and
includes questions about: 1) demographic information about you and your partner;
2) your relationship with your intimate partner; 3) the types and severity of
violence in your relationship; 4) your health; 5) your actions to improve your
safety; and 6) the culture towards domestic violence in your workplace. This survey
will take about 60 minutes to complete. None of the information gathered from this
survey questionnaire will be included in your records at Volunteers of American
Family Center and/or Hacienda CDC, nor will any of it have direct impact on your
participation in VOA or Hacienda CDC programs. Further, none of the information
gathered from this survey questionnaire will be included in your permanent medical
records at Oregon Health & Science University. There will be no medical
procedures. You may volunteer to provide your name and contact information on a
separate tear off sheet if you are willing to be contacted at a later date by the
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research team to review the results of the interview with you for your opinion
or to take an additional 15 minute follow-up interview.
RISK AND DISCOMFORTS; Some of the questions you may be asked as part
of this study may seem very personal or embarrassing and may upset you. You may
refuse to answer any of the questions that you do not wish to answer. If the
questions make you very upset, we will help you to find a counselor. Also, it is
possible that your intimate partner may become angry if he or she finds out about
you taking part in this study.
ALTERNATIVES: Your participation in the interview is voluntary. You may
choose not to participate in this study. Refusing to participate will not affect your
participation in the VOA or SMG programs or the care you receive.
BENEFITS: You may or may not personally benefit from participating in this
study. However, by serving as a subject, you may contribute new information that
may benefit other victims of domestic violence in the future.
CONFIDENTIALITY: Neither your name nor your identity will be used for
publication or publicity purposes. The written records from our conversation will
not contain your name but rather a number code. The study records will be kept in
locked files in the study office at OHSU indefinitely. Under Oregon Law, if we
learn something that would immediately endanger you, your child, or others, we
may discuss it with you, if possible, and it must be reported to appropriate
authorities. Under Oregon Law suspected child or elder abuse must be reported to
the appropriate authorities.
COSTS: There will be no costs to you for participating in this study. There is a
$20 compensation for being in this study and $20 for the follow-up interview.
CONTACT: If you have questions about the study, please contact the Principal
Investigator, Dr. Nancy Glass, at the Johns Hopkins University, 410-614-2849.
If you have questions regarding your rights as a research participant, please contact
the OHSU Research Integrity Office at (503) 494-7887.
RESOURCES:
Portland Women's Crisis Line 1-888-235-5333, toll free statewide
Raphael House Crisis Line - Spanish - 503-222-6507
El Programo Hispano 503-669-8350
Volunteers of America Home Free 503-771-5503
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APPENDIX I
STUDY INFORMATION SHEET -SPANISH
OREGON HEALTH & SCIENCE UNIVERSITY (OHSU)
Hoja de Information
TITULO; Respuesta de la Comunidad Associada contra la Violencia intima
INVESTIGADORA PRINCIPAL: Nancy Glass, Doctorado, MPH, RN, (410)-614-2849
CO-INVESTIGADORES:

Kris Billhardt, Maestria
Marie Dahlstrom, Maestria
Michael McGlade, Doctorado

PATROCINADORES; National Institute ofHealth/National Institute for Nursing
Research (Institutos Nacional de la Salud / Instituto Nacional de Fomento a la
Investigacion de la Enfermeria)
PROPOSITO: Usted ha sido invitada a participar en este estudio de investigacion debido
a que listed es una victima de violencia domestica con empleo o anteriormente con empleo
(en los ultimos 6 meses). El proposito de este estudio es determinar la relation entre la
cultura del lugar de trabajo hacia la violencia domestica y la salud y seguridad de la mujer.
El estudio se llevara a cabo con nuestros socios de la comunidad, Volunteers of America
(VOA) Home Free y Hacienda CDC e incluira un total de 200 mujeres aproximadamente.
Su participaci6n en este estudio durara aproximadamente una hora. Si usted desea, puede
participar como voluntario en la siguiente entrevista diez dias mas tarde. Esto durara
aproximadamente 15 minutos.
PROCEDIMIENTOS: Si usted decide formar parte de este estudio, se le pedira que llene
un cuestionario. La encuesta sera de 200 preguntas aproximadamente e incluira preguntas
acerca de: 1) informaci6n demografica acerca de usted y su pareja; 2) su relaci6n con su
pareja intima; 3) los tipos y la severidad de la violencia en su relaci6n; y 4) la salud de
usted; 5) sus acciones para mejorar su seguridad; y 6) la cultura hacia la violencia
domestica en su lugar de trabajo. La encuesta le llevara aproximadamente 60 minutos
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terminarla. Nada de la information recabada de la encuesta sera incluida en sus archivos en
Volunteers ofAmerica Family Center y/o Hacienda CDC, ni tendra impacto directo sobre
su participaci6n en VOA o Hacienda CDC. Ademas, nada de la information recabada en
esta encuesta sera incluida en su archivo medico permanente en Oregon Health & Science
University. No habra procedimientos medicos. Usted puede proveer su nombre y su
informaci6n voluntariamente en una hoja por separado si usted esta dispuesto a cooperar en
un tiempo futuro con el equipo de investigation para revisar los resultados de su entrevista
para tomar su opinion, o puede usted tomar 15 minutos adicionales despues de su
entrevista.
RIESGOS EINCOMODIDADES: Algunas de las preguntas que se le haran como parte
del grupo de enfoque podran parecerle muy personales o embarazosas y quiza le
incomoden. Puede negarse a contestar cualquier pregunta que no desee contestar. Si las
preguntas le perturban demasiado, le ayudaremos a conseguir un consejero. Ademas, es
posible que su companero intimo pueda molestarse mucho si se entera que usted es parte
de este estudio.
BENEFICIOS: Puede que usted obtenga, o no, un beneficio personal por participar en
este estudio. Sin embargo, al servir como muestra, usted podra contribuir a information
nueva que pueda beneficiar a otras victimas de violencia domestica en el futuro.
ALTERNATIVAS: Su participation en el grupo de enfoque is voluntario. Usted puede
elegir no participar en este estudio. Negarse a participar no afectara su participation en los
programas de VOA o Hacienda CDC ni los cuidados que recibe.
CONFEDENCIALIDAD: Ni su nombre ni identidad seran utilizados para publicaciones y
propositos publicitarios. Los registros escritos de nuestra conversation con contendran su
nombre si no una clave de numero. Los registros del estudio seran mantenidos en archivos
bajo Have en la oficina de estudios de OHSU indefrnidamente. Bajo la Ley de Oregon, si
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descubrimos algo que pone en peligro inmediatamente a usted, sus hijos u otros, podremos
comentarlo con usted, de ser posible, y debera ser reportado a las autoridades competentes.
Bajo la Ley de Oregon, el abuso sospechado infantil o de ancianos debe ser reportado a las
autoridades competentes.
COSTOS; No habra costo para usted para participar en este estudio. Hay un reembolso de
$20 por su tiempo al participar en este estudio y $20 para la siguiente entrevista.
CONTACTAR; Si tiene preguntas acerca de este estudio, por favor Uame a la principal
investigadora, Dra. Nancy Glass, a Johns Hopkins University, 410-614-2849. Si tiene
preguntas relacionadas a sus derechos como una investigadora participante, por favor llame
a OHSU Research Integrity Office at (503) 494-7887.
RECURSOS;
Portland Women's Crisis Line 1-888-235-5333, toll free
Raphael House Crisis Line - Espanol - 503-222-6507
El Programo Hispano 503-669-8350
Desarrollo Integral de la Familia 503- 284-5178
Volunteers of America Home Free 503-771-5503

